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University Industry Knowledge Exchange and Academics’ Professional Development 
Abstract 
Aim: 
This study aims to investigate Knowledge Exchange as part of HE academics’ role and if it can serve the 
goals of professional development for academics. The broader purpose is to evaluate the value of 
University Industry Knowledge Exchange (UIKE) and Professional Development (PD) functions, from 
academics’ perspective and to investigate how these functions can facilitate academics to cope up with 
emerging expectations from external and internal stakeholders. Incorporating literature from Human 
Resource Management and Teacher Training, the study takes a deeper look at academics’ professional 
practices and proposes a more holistic approach to PD beyond a discrete and resource intensive 
function.  
Methodology: 
The methodology chosen for this qualitative study is guided by its research question. The data was 
collected by carrying out twenty one-on-one semi-structured interviews of academics, selected on a pre-
determined criterion. The interview guide was developed applying a rigorous three step validation 
process. The data analysis was carried out using Gioia’s Inductive logic approach to interpretive 
grounded theory, where the focus had been on the in-depth analysis of the interviews to develop data 
structures and establishing their interrelationships. The software programme NVIVO-12 was used for 
data management and analysis. 
Results: 
A vast majority of the participants supported the idea of KE being central to their professional practice 
and also offering an ongoing PD opportunity. Moreover, they also agreed on the need for a more aligned 
and robust support system to encourage voluntary engagement in KE activities. Based on Person-
Environment Fit theory, the study has concluded Six Dimensions of academic-HEI fit that can facilitate 
establishing an environment conducive for enhancing academics’ participation in KE. The model 
provides six dimensions of fit three of them are at an institutional level, namely governance-fit, 
strategic-fit and function-fit and other three are at an individual level, namely design-fit, HR-fit and 
development-fit. It proposes an integrated view of PD for academics, as part of academics’ job routine 
such as related to teaching and learning, research and other community engagement activities that in 
turn enhances students’ experiences. 
Conclusion: 
An immense amount of research is already available on the topic of PD for academics which is largely 
based on the analysis of various formal PD activities; this research, however, contributes to the existing 
body of knowledge by focusing on informal and academics’ driven PD function. It advocates for a 
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proactive, dynamic and work-integrated approach to PD function. The study investigates PD for and 
through UIKE activities, which is a novice perspective and provides an opportunity to contribute to the 
two increasingly important fields of HE studies.  
The study attempts to offer a developmental view of UIKE and argues for establishing an organizational 
internal environment that is conducive for academics’ participation in KE. The study has accounted for 
various forms of KE activities under one umbrella, further research can be carried out to investigate the 
value of each form of KE activity for PD purposes. The study has presented the HE-side of KE, further 
studies can be carried out incorporating the industry side of KE and its impact on their employees’ 
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Chapter 1: Introduction 
1.1 The Purpose, Need and Brief 
The higher education sector, in local and international settings, could not isolate itself from the social, 
cultural and economic changes that started to emerge in late 80 s of the previous century. The debate 
on the role of higher education institutions (HEIs) took various turns since then; HEIs are expected to 
perform as an economic entrepreneurial entity (as part of their third mission) along with other core 
responsibilities of teaching and research. The higher education sector, in many parts of the world, is 
influenced by internationalization, marketization, massification and of course, digitization. The HEIs are 
also expected to contribute towards economic sustainability and perform their entrepreneurial role in 
the growing knowledge ecosystem. The changes in the external environment has influenced HEIs on a 
strategic level and has impacted their organizational structures. Managerialism, competitiveness, and 
business orientation of HEIs have impacted the roles and responsibilities of employees in these HEIs. It 
resulted in not only emergence of new job titles but also changing many job-descriptions; the changing 
landscape of HEIs changed the expectations from its employees including academics (Potgieter et al., 
2011) and non-academics. 
The HEIs’ centripetal position (Khalid, 2017a) in Knowledge ecosystem implies changes in the expected 
role of academics as well. The academics are expected to apply modern teaching tools and techniques, 
excel in research, manage students’ progression and actively take part in community engagement 
projects such as knowledge exchange activities. The changes in expectations call for re-skilling, upskilling 
and encouraging the HEIs’ employees, including academics, to adapt to these changes. The common 
understanding of academics being the experts in their subject fields, does not fade the need for 
continues professional development and remains relevant for both experienced and early career 
academics. The increasing complexity of the operating environment and intertwined job roles requires 
revisiting academics’ job design and professional development programmes that has means to update 
and upgrade itself to suit the changing needs of academics’ job roles. On the contrary, subjecting 
financial constraints it is challenging for HEIs to spare resources and academics’ time for such 
professional development and job analysis activities, as much as needed. 
This study aims to capture the changing role of academics and how they can be prepared for that role. It 
aims to investigate Knowledge Exchange as part of academics’ changing role and if it can serve the goals 
of professional development for academics. The broader purpose is to investigate the value of 
Knowledge Exchange (KE) and Professional Development (PD) functions, from the academics’ 
perspective and to also investigate how these functions can facilitate academics to cope up with 
emerging expectations from external and internal stakeholders. The study focuses on PD as part and 
parcel of an academic’s working routine, it takes a deeper look at academics’ professional practices and 
proposes a more holistic approach to PD rather than a discrete and resource intensive PD function. It 
takes a deeper look at PD for academics while performing academics practices such as related to 
teaching and learning, research and other KE activities that in turn enhances students’ experiences 
(Guskey, 2000), in various direct and indirect manners. PD is characterized by activities and 
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interventions enhancing academics’ skills, knowledge and competencies that are required to meet the 
short- and long-term strategic goals of the organization (Stewart and Rigg, 2011, p. 30). 
There is an immense amount of research already available on the topic of PD  but they are often based 
on a formal PD (Jacob et al., 2019) function; this research, however, contributes to the existing body of 
knowledge by further focusing on informal, academic driven PD and most prominently investigating PD 
for and through university industry Knowledge Exchange (KE) activities. Professional Development in 
higher education is a multi variate case because of various reasons. Firstly, the fact that human 
development is what HE does, it enhances skills and knowledge of existing and future workforce. PD is 
about offering the development for their own workforce so that they can perform the responsibility of 
developing the nation. Secondly, most of the HEIs have an internal unit for teachers’ training and 
development that is largely focused on the teaching and learning only such as, pedagogy, course 
development and curriculum improvement; revamping this internal function is needed to cope up with 
the changing academic role and inclusion of other areas of professional practice. Thirdly, the fact that 
the development function that is carried under the human resources department of the HE, is very 
much oriented towards administrative tasks rather than professional development; it is targeted more 
towards compliance and quantifying the development function. A few examples of such are, accounting 
for number of PhD holders, number of mandatory learning hours, cost of a development intervention 
per employee etc. Such measurements sometimes undermine the quality and purpose of the PD 
function. Fourthly, the people development that HE institutions are ought to do, is inspired by 
government and industry needs and influenced by national and international perspectives on 
development. In presence of such a wide range of extraneous factors, research on PD remains relevant 
and needed (De Rijdt et al., 2016; Tyagi et al., 2017; Sutherland, 2018; Sutherland and Hall, 2018). This 
study has focused on KE as it is one of the emerging ways of academic engagement in society and offers 
opportunities for further research (Perkmann et.al, 2013, p. 423). The purpose is to bring attention to 
informal and cost-effective PD initiatives that can equip academics to perform their dynamic role. In the 
era of financial sustainability concerns, this study can significantly contribute towards developing cost-
effective and holistic framework to integrate PD (Sutherland, 2018; Sutherland and Hall, 2018) and KE.  
Although, it is acknowledged that all employees, working in an HEI, are highly important and they have 
their own PD needs; this study cannot encompass the entire set of work roles in an HEI and is scoped to 
investigate PD and expectations from academics’ perspective, only. With the understanding of changing 
job identities and third space professionals (Whitchurch, 2009) this study aims to facilitate in 
understanding the value of PD and its revamping for non-academics as well.  
1.2 The Research Goals and Questions 
The purpose of this study is to gain an understanding of how universities can revamp their professional 
development function by integrating knowledge exchange, equipping academics to develop graduates 
for industry 4.0 and to cope up with all aspects of their changing roles. This research is, firstly, aimed at 
analyzing KE, as a developmental and learning opportunity. Secondly, it is aimed at capturing academics’ 
perspective on enhancing their participation in the KE activities, providing an ongoing PD opportunity. 
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The study reviews PD for academics from human resource management and teacher education 
perspective. 
The research goals are to: 
1. Develop a better understanding of the changing needs and value of professional development 
from the academics’ perspective. 
2. Develop a better understanding of how and why academics engage in professional development. 
3. Develop a better understanding of how and why academics engage in knowledge exchange and 
how it brings nuance to their professional practice, if so. 
4. Develop a theoretical understanding and evaluate the circumstances that promote academics’ 
development while participating in KE activities.  
5. Identify possibilities to enhance the impact of Knowledge Exchange on academics’ professional 
development such as by enriching learning and knowledge construction experiences.  
6. Investigate challenges and potentials for further development of KE as a means for academics’ 
professional development. 
7. Make recommendations on how KE, research and other professional practices can holistically 
facilitate the changing role of academics. 
The overarching research question is: 
How does university industry knowledge exchange attract/encourage greater participation among 
academics and facilitate their professional development? 
It is further categorized into the following sub questions: 
• RQ1: How do academics value professional development as the role of higher education 
changes in the context of the industry revolution 4.0?  
• RQ2: How does participation in university industry knowledge exchange shape the 
professional practices of academics in higher education? 
• RQ3: How is participation in KE regarded/ formalized as a professional development 
initiative?  
• RQ4: How academics can be encouraged to engage in KE activities? 
The investigation in this research is driven by above research question and has helped achieving the 
researcher’s goals. Table:1 indicates the mapping between the sub research questions and the goals of 
the study.  Firstly, it has collated a perspective on the changing job roles of academics and the need for a 
versatile PD function to continuously prepare them for such a broader role, which is aligned to the study 
objectives 1 and 2. Secondly, it has evaluated KE as part of academics’ changing job role and 
investigated KE as an ongoing learning and developmental opportunity which is aligned to the study 
objectives 3 and 4. The study goals 5 and 6 are achieved by investigation for third research question and 
the last research question is developed to achieve seventh study goal which is around presenting a 
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holistic view of academics role with KE being central to the new role and how participation in KE can be 
encouraged.  
The focus of this study is on understanding existing professional development practices, how academics 
value them in preparing for their current professional practices and future role, understanding what PD 
initiatives are less valuable and why, identifying changes needed in professional development functions, 
how and what characteristics knowledge exchange demonstrates to be regarded as a PD opportunity, 
how academics perceive KE and how it is linked to other professional practices they perform.  
This study has tried proposing a more holistic approach to describe KE for academics, incorporating 
teaching and learning, research, industry engagement where PD becomes a part of academics’ 
professional routine. It suggests looking at Knowledge Exchange as a PD activity and how academics’ 
participation can be enhanced in KE. This study is conducted in the geographical context of British and 
Bahrain, however, it does not aim to offer a comparative and cross-national analysis. It includes UK-HE 
as one of the sophisticated and pioneering HE systems in the world and Bahrain HE as an example of 
emerging and developing system that has incorporated UK HE procedures and practices, and benchmark 
UK-HE on various developments (further explained in chapter 2). The study incorporates experiences 
and perspectives of academics representing various nationalities and targets professional development 
at individual level that can contribute to shape the institutional policy and people development 
philosophy.        
Table 1: The Mapping Scorecard of Study Goals and Research Questions 
Research sub Questions (RQ) Researcher’s Study Goals 
 
RQ 1: How do academics value 
professional development as the role of 
higher education changes in the context 
of the industry revolution 4.0? 
 
1. Develop a better understanding of the 
changing needs and value of professional 
development from the academics’ 
perspective. 
2. Develop a better understanding of how 




RQ 2: How does participation in 
university industry knowledge exchange 
shape the professional practices of 
academics in higher education? 
 
3. Develop a better understanding of how 
and why academics engage in knowledge 
exchange and how it brings nuance to their 
professional practice, if so. 
4. Develop a theoretical understanding and 
evaluate the circumstances that promote 
academics’ development while 




RQ 3: How is participation in KE 
regarded/ formalized as a professional 
development initiative?  
 
5. Identify possibilities to enhance the impact 
of Knowledge Exchange on academics’ 
professional development such as by 
enriching learning and knowledge 
construction experiences.  
6. Investigate challenges and potentials for 
further development of KE as a means for 
academics’ professional development. 
RD 4: How academics can be 
encouraged to engage in KE? 
7. Make recommendations on how KE, 
research and other professional practices 
can be viewed holistically. 
 
1.3 The Thesis Outline 
The thesis is written in compliance with rules and regulations provided by University of Bath, addressing 
integrity and authenticity concerns. The overall structure is as follows: 
Chapter 1: Introduction presents the brief overview of the thesis. The brief on the context is provided 
followed by the problem statement inclusive of the research questions and objectives. It is argued that 
in the changing context for higher education institutions, role of academics is also changing which 
require rethinking the professional development of academics. It then argues exploring a holistic 
approach to PD by incorporating it in KE activities. After this, the contribution of this study is argued by 
clearly identifying the purpose it is aimed to serve. 
Chapter 2: The Background and Context details the background of the thesis and contextual settings in 
which this research is done. This research is placed in the higher education system in the UK and 
Bahrain, one of its old colonies where HE is relatively new and very much informed and influenced by 
the UK-HE. It unfolds academics’ role by discussing excellence in higher education through the teaching 
excellence framework, research excellence framework and the concept of knowledge exchange 
framework. It provides the background of higher education in Bahrain and how it is sustained on UK 
higher education system.  It finally represents the link between the contextual settings, research 
question and the thesis.  
Chapter 3: Literature Review provides a systemic narrative literature review (Tanfield et al., 2003), it 
does so by capturing evolution and current situation on knowledge exchange and academics’ 
professional development. Most of the literature review is on the publications in the period of last ten 
years; moreover, the key literature from previous century is also included, particularly on the 
fundamentals of the novice concepts in the fields of knowledge exchange, employee development, 
learning process, changing role of higher education and innovation in the regime of university-industry 
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collaboration. The first part of the literature highlights professional development (PD), different forms 
and evaluation of PD and captures the recent employee development activities for academics in high 
education; it reviews employee development and continues learning for both new academics and senior 
academics. The literature review then unpacks the concept of knowledge exchange by incorporating 
definitions, frameworks and theories from various academic and professional sources. The literature is 
reviewed to conclude a definition/framework on KE, for this study. The third part of the literature looks 
deep into the outcomes of knowledge exchange and highlights the literature that argues for the 
academics’ professional development as one of the prominent outcomes of the university-industry KE 
activities. The chapter also presents a review on models of institutional governance along with Person-
Environment Fit theory that is been deployed in the data analysis and evaluation phase.   
Chapter 4: Research Design discusses the research methods and methodology deployed to carry out this 
research project. It first highlights the theoretical underpinning principles of the research followed by 
rationale to choose the qualitative research design and interview technique. The chapter represents the 
research design, process of developing the research guide, instrument validation and reliability. The last 
section of the chapter represents the approach to data analysis and how NVIVO-tool was used to reduce 
data and develop a theoretical framework. 
Chapter 5: Findings represents the findings from the analysis of the data collected. It represents the 
findings into themes that are emerged in the analysis. It provided continuous references to the 
quotations from the data. It explains the recurring themes in the findings and their link to explain the 
interplay between university-industry knowledge exchange and academics’ professional development. 
Chapter 6: Discussion examines the themes, that are abstracted through findings and represents them in 
the light of existing literature to argue the relevance to the theme/model and how it relates to the 
objectives of this research.  
Chapter 7: Conclusion consolidates the thesis and represents potential application of the study in the 
fields of academic development and university industry knowledge exchange. The study represents a 







Chapter 2: The Background and Context 
2.1 Introduction 
The HEIs, are knowledge intensive organizations and heavily depend upon the specialist knowledge and 
skills to continue to meet their objectives. In the changing regime of expectations, academics are the key 
players; HEIs rely on academics’ intellectual capabilities and strategic awareness towards people 
development, innovation and financial sustainability; nevertheless, it poses a hybrid and complex fields 
of exploration on the intertwined relation among them (Ulrichsen, 2018). As the academics’ job design is 
transitioning, the importance of professional development is also gaining attention. Academics, from 
early career to senior levels, require support in adapting to the evolving context. 
This study is conducted in the locational settings of British and Bahrain. The aim is to capture 
perspectives on PD function from a sustained HE context as well as from an emerging HE context. The 
HE in the UK represents the advancements in HE that are pillared on the legendry HE-systems; Bahrain 
HE represents an emerging system where UK inspired advancements have shaped the PD for academics. 
It is important to note that it is not a comparative study on PD and KE practices applied in these two 
locations, nor it attempts to present recommendations from one context to another. Following the 
research question, How does university industry knowledge exchange attract/encourage greater 
participation among academics and facilitate their professional development? this study aims to collect 
perspectives from two locations to provide a wider range of responses, enriching data analysis and a 
deeper insight to contribute towards existing knowledge and practice. 
To understand the need for a different view on professional development, it is firstly important to look 
at the context and understand the technicalities, which also provide a background to this research 
project. This chapter is aimed at establishing an understanding of HE in the UK and Bahrain and 
providing a frame of reference to further perceive this research study.  This chapter is divided into three 
parts, first section summarizes the macro level factors transforming HE in general and UK HE in 
particular. The second section summarizes how these environmental factors are translated to UK-HEIs 
and academics. It unpacks the three policy-driven frameworks namely HEA-teaching excellence, 
Research Excellence Framework and Knowledge Exchange Framework. The third section summarizes HE 
in Bahrain and how it offers an example of emerging HE contexts and relevance of this research. The last 
section concludes the chapter by relating the two contexts and identifying the link to this research. It is 
important to note that this research is not about solving a contextual problem but about enhancing 
understanding on the phenomena of professional development and knowledge exchange in the current 
times of knowledge-driven, innovation inspired economies. The locational contexts are to provide 





2.2 Transformation in Higher Education and Factors affecting the Changing Landscape of 
Higher Education in the UK 
The role of HE is often described as three main functions of teaching and learning, research and third 
mission which is the community contribution. Over the past few decades, changes in the societal, 
technological, economic and political environments have transformed the role of HE. HEIs started to 
recognize their strategic position, as a social and economic actor and an intellectual capital powerhouse 
(Khalid, 2017c).  
2.2.1 Emergence of Knowledge-Driven Economy and Transformation in HE 
From steam engines to industrial revolution 4.0, mankind has invented technologies and instruments for 
their prosperity. There was a time when physical and tangible assets such as equipment, machines and 
technological infrastructure were considered the instruments for competitiveness. However, now 
knowledge, artificial intelligence and innovation has taken over and are regarded as sources of 
competitiveness. The role of HE and HEIs still remains a current topic (Devlin, 2020). Nations and 
industries have realized the dependence on knowledge for economic progress and how sharing and 
creating new knowledge can provide strategic edge in this highly competitive world. This accelerated the 
needed research on the topics of knowledge-society, knowledge eco-system and knowledge driven 
economies. The goal of knowledge economy is human development (UNESCO, 2005). The knowledge 
ecosystem perspective gave HE a central position in the understanding of knowledge ecosystem, as it is 
about developing people and enhancing their competencies and professional practice (Nahapiet and 
Ghoshal, 1998, p. 245). This brought a shift in understanding the HE research function from extending 
the body of knowledge, in a subject field, to a more vital and significant role of innovation and problem 
solving via more applied, collaborative and fast paced research. This of course, brought changes in the 
job specifications and job descriptions of academics.  
2.2.2 Changes in the Governance and Financial Support System 
Transformation in higher education is also attributed to the changes in the governance and financial 
support system for HE (McMillan Group, 2016; Reichert, 2019). The HEIs in these settings, such as in UK, 
are expected to be self-sufficient and continue to maintain sustainable sources of funding for their 
survival (Universitiesuk.ac.uk, 2020). This is often discussed as ‘entrepreneurial university’ (D'este & 
Perkmann, 2011) and the triple-helix model (Etzkowitz & Zhou, 2017) of the role of higher education in 
the society. In many parts of the world including UK, HEIs have exhibited a remarkable growth in this 
sector. HEIs provide knowledge spillovers, patents and other training and development services to the 
industry and society and earn revenues. The question then arises is to what extent the academics are 
prepared to perform this entrepreneurial role to contribute towards financial sustainability of the HEIs 
and hence stakeholders’ expectations. 
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2.2.3 The Changing Employment Landscape and Emphasis on The Workforce for The Future 
Automation, artificial intelligence and other technological advancements represents another angle of 
changing expectations on HE, i.e, around developing industry-ready talent for future. The technological 
advancements and scale of global transactions have revolutionized the business models and hence the 
employment landscape in the developing and developed countries. It has disseminated the job designs 
and created new jobs. Some of the jobs that are high in demand now, were never existed half a century 
ago. On the global landscape, according to World Economic Forum (2016), 7.1 million jobs will be lost 
that are mostly related to white collar office affairs and 2 million jobs will be gained in computer and 
other hard sciences. According to Barthel et al. (2016), current demographic trends project the need of 
600 million jobs over the next 15 years. On the contrary, many large companies, across the world, still 
consider finding the right talent and agenda of skill gap as one of the key labor market issues (Talent 
management: responding to uncertainty IES Perspectives on HR, 2017). The high unemployment rates 
coupled with increasing number of graduates entering the labour market adds insult to injury. This 
indicates yet another responsibility on HE and academics to shape their curricula, teaching and learning 
and student engagement activities to enhance graduates’ work readiness and employability. This, 
nevertheless, poses the need for preparing academics and equipping them with right competencies, 
knowledge and skills to allow them performing the changed job roles.   
2.2.4 HE and Engagement in Global, Regional and Local Relationships 
Another demand for HEIs is in the form of active engagement in global, regional, and local relationships. 
Globalization of HE and internationalization of HEIs are the means to achieve those ends (Marginson and 
Rhoades, 2002). HE cannot divorce itself from its political role in the international relations. HEIs are 
going international and diversifying, in the form of their students and staff representation, curriculum 
development and program offerings (Khalid, 2017c). However, on the other hand, they cannot be 
spared from the aftereffects of regionalization and political ties within key economic players of the 
world. The political scenarios ask for adaptability and promptness from higher education. Such scenarios 
include, Brexit, America-China, Arab world’s relation with United Kingdom and United states and other 
relations that governed by supranational entities such as UNESCO and UNICEF. These external factors 
imply operational challenges in the HEIs governance that can be spontaneous and sometimes, 
unpredictable. HEIs are directly and indirectly influenced by the changing context, it offers opportunities 
for new research areas, new study programmes and as well as exposure to the new markets. However, 
it also requires upskilling, re-skilling and preparing talent within HEIs that would require reforms in the 
professional development function for academics. 
2.2.5 The Changing Role of Academics: 
These macro level transformations have also brought changes in expectations from academics in HE. 
The academics are expected to exhibit a unique and unprecedented set of competencies (Potgieter et 
al., 2011); such as ‘client focus, negotiation, project management, understanding stakeholders, strategic 
thinking’ (p. 89); their job design is changing on the principles of ‘private and corporate sector’ (p. 87). 
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Sutherland (2018) narrates “Academic staff starting university jobs in 2018 can expect, at different 
stages during their academic careers, to undertake the roles of teacher, researcher, administrator, 
manager, leader, entrepreneur, academic/community/corporate citizen, industry liaison, recruiter, 
fundraiser, and many more” (p. 267). She identifies the role of academics under four categories of 
Learning and Teaching, Research, External Engagement, and Leadership and emphasizes the need for PD 
in all four areas (p. 267). She also recognizes the need for a more holistic and academic-led approach 
rather than a top-down, pre-set programmes, especially for the ongoing PD for academics (p. 270) which 
is further investigated in this research project. 
 
2.3 A Preview of These Factors In UK-HE: 
The UK HE system, like many other HE systems across the globe, is also influenced by the regime of 
expectations discussed above, and is also thriving to increase KE activities. The nation, industry and 
government are well aware of the dependence on knowledge and innovation for economic growth and 
financial sustainability (Universitiesuk.ac.uk, 2020). The UK HE and its stakeholders, like many other 
developed and developing countries, highly value the link between human capital development, health 
of knowledge-driven economies and what it implies to the changing role of HEIs. Recently, UK Research 
and Innovation (UKRI) sponsored Knowledge Exchange 2020 awards (praxisauril.org.uk, 2020) with the 
aim to encourage sense of shared vision among HEIs, Government and private businesses towards 
engagement and collaboration for KE. UK government expects and encourages HEIs to actively engage in 
KE not only from the financial sustainability point of view but also from the view point of knowledge 
sharing and contributing towards business communities. There is also a shared understanding that the 
knowledge flows in two-ways and universities and industries learn from each other hence contributing 
to economic and people development goals (Zhang, 2018). Research England, as part of UKRI, works 
with UK higher education sector and provides a unified platform for research, learning and innovation 
(Knowledge exchange - Research England, 2020). Under the umbrella of UK Government’s Industrial 
Strategy and aim to spend 2.4% of GDP on research and development projects, Knowledge Exchange 
Framework is expected to provide a unified frame of reference to various stakeholders (Knowledge 
exchange - Research England, 2020). In order to investigate the impact of KE activities on students’ 
learning, a funding to 10 million pounds is released to UK HEIs (Emri, 2020) , this not only indicates the 
stakeholders’ awareness towards the link between students learning experiences and KE but also 
reinforce the level of accountability for institutions, on the agenda of KE and its gains for students and 
researchers. The KEF is underway and discussed in the following section. The universities are expected 
to implement the guidelines provided in Knowledge Exchange Concordat that will facilitate institutional 
management and governance in monitoring, evaluating and acknowledging KE-activities at the 
institution level. Professor Trevor McMillan, the chair Research England KE Framework Steering Group 
and UUK/Research England KE Concordat Task and Finish Group, explains the significance of Concordat: 
“The aim of this concordat is therefore to give universities and their staff and students clarity of mission 
and to support their development, give partners an accurate representation of the approach that 
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individual universities are taking to KE, provide clear indicators of their approaches to performance 
improvement, and give our governing bodies and government broad confidence in the activity that is 
taking place in universities. It also aims to stress how collaboration between universities and partners in 
various aspects of KE can be beneficial to all participants” (McMillan, 2020). 
The UK universities themselves, value KE as an integrated and synergized platform allowing them to not 
only collaborate with business and society but also offer immense amount of benefits to students 
ranging from enhancing employability, experiential learning and inclusive students’ participation (Emri, 
2020). The HEIs in the UK are increasingly emphasizing on KE and equally understand its implications on 
the academics’ role. This emphasis is not only a reaction to requirements for funding and pressures from 
external environment but also because of a drive from within. Many HEIs and academics perceive KE as 
always been a part of their professional practice as research and community engagement. Nevertheless, 
reporting and publishing on KE has become one of the priority areas (Emri, 2020) for UK-HEIs. The 
influence of governmental, societal, and economic expectations, on the HEIs and in turn on academics is 
described by three operating models from the UK HE system, that are discussed here. 
 
2.4 The Relevant Benchmarking Frameworks for Higher Education in the UK 
The HEIs are considered central to the knowledge and innovation ecosystem (Ulrichsen, 2018 , p. 4). The 
HEIs are expected to perform in collaboration with and as research centers, exploring trends and 
enhancing knowledge; and innovation hubs, continuously interrogating to solve existing and projected 
problems; parallel to this they are considered the powerhouse of providing skills for future (AACSB 
International, 2011, p.14); (Acs et al., 2009). With many transformation indicators, as discussed above, 
marketization and other external factors have also influenced UK HE at multiple levels. In the UK, like 
many other parts of the world, Knowledge exchange is regarded as a growingly important strategic 
function. The HEIs in the UK are expected to collaborate with non-academic partners and provide 
commercial, educational and economic benefits to its stakeholders (McMillan, 2019). The UK 
Government, under its strategic agenda of ‘Britain Fit for the Future’ (HM Government, 2017) expects 
universities to actively engage and initiate KE projects. The UK universities are also expected to maintain 
a source of funding for their survival (Universitiesuk.ac.uk, 2020). Moreover, with economies and 
businesses, following the direction of Open Innovation, imply a more active and rigorous role of UK HEIs 
and academics in KE activities (Striukova and Rayna, 2015). The growing demand from such transitions 
in the UK HE external environment poses challenges and potential confusion for various stakeholders. 
Universities UK (2019) published a concordat with the aim to provide clarity to staff, students and other 
stakeholders regarding various approaches of HEIs to KE.  
The UK HE system, however, has continued to demonstrate its long-standing commitment to excellence 
by keeping up the legacy of quality, research and development. HEIs, in the UK, follow a systemic 
benchmarking framework to continually monitor their progression at individual and institutional level. 
Such initiatives can be captured by discussing, higher education academy framework, research 
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excellence framework and knowledge exchange framework (Jackson, 2018, p. 68). With some related 
activities among the three, these frameworks are largely about teaching, research and knowledge 
exchange, respectively.   
 
2.4.1 Higher Education Academy (HEA) Professional Standards Framework 
With 111,000 fellowship holders and counting, HEA professional development framework is widely used 
to demonstrate commitment to professional development at both individual and institutional level 
(Fellowship | Advance HE, 2019). HEA fellowship is known to demonstrate and report enhancement in 
professional practice in the UK (University of Strathclyde, n.d) and many parts of the world such as 
Australia, America, Saudi Arabia and Bahrain (HEA, 2017).  
Higher Education Academy (HEA) professional standards framework [Fig. 2] maps academics 
professional practice into three categories of core knowledge, professional values and areas of activity. 
It provides a uniform frame of reference to academics and institutions to demonstrate the wide spread 
of activities performed by academics enhancing their own, peers and students learning. It allows 
academics to reflect, review and report their continuous professional development and practices. The 
three dimensions are represented by 15 sub-indicators; a compliant reporting to which concludes with 
the fellowship status of associate fellow, fellow, senior fellow or principal fellow.  
 




2.4.2 Research Excellence Framework REF2021 
Pioneered on the idea of research for impact, REF is a framework for institutional review of research 
excellence. Since its first implementation in 2014, reforms have been introduced to prepare for the next 
assessment cycle due in 2020. With a total of 34 units of assessment, REF assesses excellence on three 
categories of outputs (60%), impact (25%) and environment (15%). It acknowledges case studies of impact, 
scholarly outputs and research doctoral degrees awarded as a few evidence types for data (England, 
2019). The REF is very much based on the idea of value driven research, as it incorporates international 
standards for research as well as its impact on the world outside academia. REF also enables institutions 
in documenting their performance as a facilitator in sustaining an environment that is conducive for 
knowledge, people and social development. The next round of submissions will arrive in November 2020. 
2.4.3 Forthcoming Knowledge Exchange Framework (KEF) 
Parallel to the functions of teaching and learning and research, HEIs’ third mission of community 
engagement is of equal significance. HEIs’ collaboration with industry has gotten significance over the past 
couple of decades.  Often described as, university industry knowledge exchange, it is one of the main-
stream initiatives that allows HEIs to continue to engage with community, progress research, carry out 
teaching and learning function and earn revenues at the same time. Higher education institutes have been 
working in collaboration with Govt. and Industry on various levels and intensity. The use of KE framework 
would provide a comprehensive and comparative source of information for future planning and decision-
making processes (KEF: showing excellence in a framework? - HEPI, 2020). KE serves as a source of funding 
and financial sustainability. HEIs are expected to collaborate with industry for research and innovation, 
which is done in multiple formats such as consultancy, licensing, intellectual property and collaborative 
research. The KEF, under development, aims to capture KE in wider seven perspectives that are as follows:  
• Research partnerships 
• Working with business 
• Working with the public and third sector 
• Skills, enterprise and entrepreneurship 
• Local growth and regeneration 
• IP and commercialization 
• Public and community engagement 
(Knowledge Exchange Framework Consultation, 2019, p. 8) 
The British Government, industry, and HE sector regard KE as a pillar in building the country for the 
future (HM Government, 2017). The Higher Education Funding Council for England (HEFCE) under the 
government’s strategic agenda of ‘Britain Fit for the Future’ had been working on developing university 
industry knowledge exchange framework. Although HEFCE is now dissolved into UK-Research and 
Innovation and Office for Students (GOV.UK, 2018), but the work on KEF is progressing. One of the 
objectives of developing the framework is to ensure that entities and individuals involved are at the 
same page and fully aware of the direction, roles and expectations from each other. Although the 
29 
 
framework and establishment of metrics is still under consultation process. There is a good 
understanding among the participants on the greater and central involvement of academics from higher 
education. KEF, like the REF, is an institutional level exercise; however, it is also well understood that it 
would require some sort of internal planning, execution and reporting, at an individual academic level, 
as well. With the very basic meaning of the term ‘exchange’ it can be argued that it is a two-way process 
of gaining/ sharing knowledge (Zhang, 2018).  
2.5 Emerging Higher Education in Bahrain 
2.5.1 International orientation of Bahrain: 
Bahrain is an island in the Arabian Gulf. It is one of the British colonies that was recognized as an 
independent kingdom in 1940. Enriched with natural resources of oil, gas and aluminum, Bahrain has 
always been supported by regional and international entities to shape its regulatory, economic and 
social structures. With the population comprising of 51% non-Nationals and a workforce with 79% 
foreign workers (Bahrain Labour Market Indicators, 2019), Bahrain’s local businesses and regulatory 
environment are very much international oriented and follow global standards. Although, Bahrain is an 
independent entity its policy making, and regulatory environment is influenced by international and 
regional actors.  
2.5.2 HE in Bahrain 
The HE is relatively young in Bahrain; its pioneering public university, University of Bahrain, is 
approximately 35 years old. Some private/ semi-private HEIs started to emerge in the first decade of this 
century and some international professional programmes have been introduced since then. According 
to Secretariat General of the Higher Education Council, the HE in Bahrain includes three government, 
one regional and thirteen private HE institutions this includes two international HE providers from 
America and UK, who recently joined the HE sector. In an approximate 1.6 million of population, with 
more than 56% in the in working age bracket and 15.65% in early working age (Bahrain Age structure - 
Demographics, 2020; Population of Bahrain, 2020), the population has a growing demand for higher 
education to support the growing young population and Government’s efforts to raise youth 
employment.  
2.5.3 National HE strategy and University Industry collaboration 
Standing 47th in the world on the human capital index, Bahraini government is committed to improve 
their HE system to provide ample opportunities to develop their future workforce. Inspired with the 
vision 2030, Bahrain HE aims to position itself as a regional hub for quality HE (EDB, 2008) and has 
invested in reforming education and particularly HE systems in Bahrain. According of national HE 
strategy 2014-2024, the focus of collaboration with industry is largely around developing work-ready 
graduates and preparing youth for the current and future job roles (Higher Education Commission, 
2014). Moreover, integrating entrepreneurship in HE is largely aimed at preparing and facilitating 
graduates for entrepreneurial role in society and university-industry interface is highly valued for youth 
skill development. The HE-Bahrain believed in continuous consultation with industry, government, and 
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other stakeholders for programme approvals, course development and learning about labour market 
needs. However, when it comes to Knowledge Exchange policies and practices, it is still at its initial stage 
of conception. The University of Bahrain, the only public university in Bahrain, acknowledges the need to 
engage in knowledge transfer and knowledge exchange activities at a strategic level and inspires to 
sustain it in future policy making (University of Bahrain, 2016). Although concept of KE in Bahrain, is at a 
very early stages of its inception both at policy making and implementation level, it is noticeable that 
readiness for worldwide partnerships and commitment to innovation is very much ingrained in this 
emerging HE context. 
2.5.4 UK and Bahrain 
UK has been forefront in facilitating transformation in Bahrain, including its education system. Even 
after the independence, British continued to advise Bahrain in establishing its institutions. The 
prominent presence of Britain can be felt at both formal and informal levels.  The British Council started 
its functions in 1948 (About us | British Council, 2020), The British Club (1949), Bahrain British Forum 
1995 (About | Bahrain British Business Forum, 2020)  the British School of Bahrain 1995 (British School 
of Bahrain, n.d.) to name a few. 
For HE in Bahrain, United Kingdom, has always played an advisory and consultancy role for many 
education projects in Bahrain. Very recently HEA framework is adopted, University of Bahrain is the first 
in the region to award HEA fellowship (Institutional Approaches to Enhancing Learning and Teaching - 18 
October 2016 at the University of Bahrain | Higher Education Academy, 2020) followed by Bahrain 
Polytechnic. There are some other institutions who are collaborating with HEA to acquire fellowship 
status for its academics, validating their academic practice. There are several other UK-based 
professional qualifications delivered in Bahrain, such as in collaboration with Charted Institute of 
Professional Development. HE in Bahrain is emerging and implementing many reforms, programs and 
international qualifications that are inspired by UK-HE. One such example is implementation of National 
Qualification Framework (General Directorate of National Qualifications Framework, 2018) that was 
developed with technical support from Scottish Qualifications Authority (SQA), and following practices 
from Scottish Credit and Qualifications Framework Partnership (SCQFP) and Regulated Qualifications 
Framework (RQF) – UK. 
2.6 The Changing HE and This Study 
In various parts of the world, higher education systems have transformed over the recent decades. With 
emergence of competitiveness, innovation and knowledge ecosystem, emphasis is brought on the 
developmental, financial and social role of HEIs. The academics, being the key job role of any HEI, are 
facing changes in the expectations from them; the performance, promotion and workload allocation 
criteria are changing along with growing reporting and accountability at individual and institutional level 
(McMillan, 2020). This dynamic setup of expectations has direct implications for academics’ professional 
practices and institutional professional development function, for the obvious reason that academics 
with their specialist knowledge and skills are central to these knowledge intensive organizations 
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(Stewart and Rigg, 2011, p. 185). This research is aimed at establishing a holistic approach to PD where 
academics and institutions not only value the link between KE and PD but also appreciate academics to 
enhance their engagement in the KE that ultimately enables academics, HEIs and other stakeholders in 
working towards a shared vision of knowledge-driven progressive economy.  
2.6.1 The Idea: KE and PD  
The idea of investigating KE as a PD activity has come from various research works where indication of 
change in teaching practice is indicated along with impact on other academic functions in HE. One of 
such research work is conducted by UK innovation research center, representing academics’ perspective 
from UK’s older, younger, special and Russel group universities, it indicates that approximately 68.1 % of 
academics believe that participation in such activities has a positive impact on their course 
development, delivery and their academic functions (Abeu et al., 2009, p 54). This research is aimed at 
presenting a learning-centered, progressive approach to university industry collaboration and aimed at 
investigating what, why and how KE can provide professional development and impacts academic job 
role. Advocating a similar idea, there are a range of research reports presented as part of government, 
institution and individual research projects, that are focused on understanding and exploring academics’ 
perspective about development and learning in Knowledge exchange activities such as (Hughes and 
Kitson, 2012) and  (Rayna and Striukova , 2015). However, they are largely focused on understanding KE 
as a phenomenon and function rather than a professional development engagement for academics.  
2.6.2 The Link: KE and PD  
As mentioned earlier, the complexity around Higher education institutions’ (HEIs) role in society and 
economy is growing, a lot of research has been dedicated to understanding the possibilities of bridging 
HEIs and Industry. However, efforts on linking the academics’ professional development and preparing 
them for the changing roles are still an area for further exploration. This study is aimed at explicitly 
understanding professional development function in the changing settings and linking it to the 
advancements in the knowledge exchange phenomenon. This chapter has discussed changing HE 
environments in UK and Bahrain; where UK-HE show casing a legendry HE-system and Bahrain, 
presenting a UK-inspired emerging HE system. Considering the goals of this research project, this study 
has captured the perspective of academics and academic leadership, from eleven different subject fields 
and nine different countries of origin, working in UK or Bahrain, at the time of data collection. As 
mentioned earlier, it is not a comparative study aiming to compare Bahrain and UK in anyway, nor it 
aims to bring recommendations for improvement from UK to Bahrain. It collects data from these two 









Chapter 3 Literature Review  
3.1 Introduction: 
The literature review unpacks the two major topics of the research, i.e., the professional development 
and knowledge exchange; followed by reviewing literature to establish the link between the two and 
understanding KE as a PD opportunity. It reviews professional development practices, how to evaluation 
of effectiveness of PD practices, and theoretical foundations of learning and professional development 
and how academics learn. The chapter unfolds the topic of KE, the evolution of the concept, what it 
means for HEIs and academics and finally it integrates PD, KE and learning. The chapter also provides a 
review on institutional governance and person-environment fit perspective on academics’ participation 
in KE. 
The chapter reviews the topic of professional development by discussing it from the perspective of 
talent development in the organizational settings and academics’ development in HE. It reviews 
academic professional development approaches and their evaluation in HE. It presents a review of 
existing literature to establish an understanding of the link between knowledge, learning and 
development. It finally illuminates the idea of knowledge exchange as a potential PD activity by 
emphasizing on how academics learn. The literature review aimes to conclude that university industry 
knowledge exchange is a means of professional development. The chapter has unfolded the topics by 
applying systemic narrative literature review (Tanfield et al., 2003). It incorporates perspectives from 
theory and practice to advocate a deeper critical evaluation of the dynamics and settings of KE that are 
conducive for academics’ professional development. Parallel to this, literature from relevant 
professional bodies, Government and supranational entities is also incorporated such as Higher 
Education Academy (HEA) UK, University Industry Collaboration, CIPD, Chartered Association of Business 
Schools Learning, Teaching and Student Experience (LTSE), AACSB and UNESCO, to name a few. 
Complementary to this, websites of a range of universities are consulted. The literature review is based 
on the analysis of scholarly outputs including PhD thesis, books, scholarly articles from peer reviewed 
journals, conference papers, reports from government and other regulatory bodies. 
In order to fulfill the purpose of the study, i.e., emphasizing the need for a dynamic PD setup, going 
beyond formal PD activities; the literature review also aims to identify the gap in the existing literature 
about conceptualizing such dynamic PD activities for academics, considering the changing context of 
HEIs. 
3.2 Understanding Professional Development 
3.2.1 Defining PD 
34 
 
Professional development (PD) is an ongoing human resource activity that is considered key for the 
individual and organizational growth.  Professional development is characterized by enhancing 
employees’ skills, knowledge and competencies that are required to meet the short- and long-term 
strategic goals of the organization (Stewart and Rigg, 2011, p. 30). Guskey (2000) defines PD in 
educational settings in a very similar manner by identifying ‘the processes and activities designed to 
enhance the professional knowledge, skills and attitudes of educators so that they might, in turn , 
improve the learning of students’ (p. 16).  With the rising competitiveness in higher education, the 
management of higher education institutions is also strategized, and the professional development of its 
employees is becoming equally important. However, PD strategies for academic employees are designed 
differently from PD activities for administrative workforce, for the obvious reason of the difference in 
their role in achieving HEIs purpose.  
3.2.2 PD in the Organizational Settings 
Professional Development also known as training and development or employee development function; 
is one of the human resource management functions, in the organizational settings. Although both, 
training and development are about enhancing employees’ knowledge and skills, however, training is 
often considered a method to cope up with an immediate, short-term and a job-specific need. Also 
termed as employee development, includes interventions, programmes and activities that are aimed at 
enhancing employees’ competencies for future growth and potential opportunities, within and outside 
the organization. Participation in developmental activities is more voluntary, self-paced (Bowell, 2000, p. 
58). PD is also customized to individuals’ needs, such as, career progression to a more responsible 
position, job switching and sometimes, for employees’ personal satisfaction with the organization. 
Training, however, also considered a part of employee development function. 
Over the years, employee development function, has been explored under various similar titles such as 
training and development, competency enhancement, professional development, professional learning, 
people development, continuous professional development, human capital development and, very 
recently, talent development. Although these terminologies describe employee development in a 
slightly variant manner, the core purpose remains unchanged, i.e., enabling employees to learn new 
knowledge, skills and competencies so that they can contribute more effectively towards organizational 
strategic agendas in near and far future.  
Stewart and Rigg (2011), in their work for Chartered Institute of Professional Development, explain 
professional development (PD), as a competency enhancement that is directly linked to the profession 
that an employee is in and aspire to take in their career. They define, a PD activity, in its holistic terms, 
as “any event that is deliberately undertaken to support, provoke or assist learning” (Stewart and Rigg, 
2011, p 219). They have summarized development interventions [Table: 2] into three categories that 
are, ‘away from work, at work and through work’ (p. 220). They have advocated for a more customized 
and dynamic approach to professional development rather than following static, discrete and overly 
structured ones. They emphasize on the value of ‘through work’ professional development in achieving 
short and long-term organizational goals rather than away from work PD activities. The ‘away from 
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work’ interventions include formal education, development centers and/or enrollment in university 
programmes, where a discrete amount of time is needed, and the learner do not get the chance to apply 
the learning. The development and learning opportunities that are provided ‘at work’, however, do not 
necessarily expect the learner to apply the learning are categorized as ‘at-work’ strategies such as 
observing experienced fellows while performing, e-learning etc. The interventions that develop 
employees while they are performing their job and through the activities that are a part of their job and 
provide development opportunities are described as ‘professional development through work’.  
Table 2: Talent Development interventions (Stewart and Rigg, 2011, p. 220) 
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3.3 Understanding Academics’ Professional Development in Higher Education  
The HEIs’ workforce is often divided into two distinctive categories of academic and non-
academic/administrative workforce and the PD function is carried out for all employees. However, 
realizing the changing role of academics and its link to achieving the strategic goals for HEIs, attentions 
are needed to be diverted to PD function for academics (Tyagi et al., 2017, p. 49) which requires 
modifications accordingly. The academics are expected to participate in PD activities to improve their 
professional practices (De Rijdt et al., 2016).  The professional development for academics is usually 
divided into three categories, PD for enhancing subject knowledge, for conducting research and for 
improving teaching/pedagogical practices (Roscoe, 2002).  Some of the professional development 
interventions, used in HEIs, include formal education, assessment, job experience, and interpersonal 
relationships (Noe et al., 2007, p.295) and there are a few other PD activities are also valued by 
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academics such as mentoring, action learning, e-learning and participation in conferences (Jacob et al., 
2019, p. 809). Since employee development interventions are also often discussed as part of Talent 
development literature (Stewart and Rigg, 2011), these categories have appeared in the paper titled, 
The Choreography of Talent Development in Higher Education (Khalid, 2019). 
3.3.1 The formal education: The formal education as a development opportunity includes, financial or 
operational support to complete formal degrees (such as, PhD and doctoral studies), professional 
certifications (such as field specific certifications e.g, ACCA, Microsoft certifications, Project 
Management certifications etc.) and other sorts of qualifications and fellowships such as CIPD 
fellowship, HEA fellowship, Post-Doctoral fellowship. The financial and operational support is provided 
in the forms of funds, study leave, sabbaticals (Else, 2015), scholarships and other formal professional 
development courses (Fry et al., 2008). It enables academics enhancing their subject knowledge and/or 
job performance. Institutions are eager to provide such opportunities as it enhances their reputation 
(Khalid, 2019). The HEIs, in many parts of the world, also have an in-house development system such as 
based on an internal teaching and learning center, aiming to enhance the teaching practices of 
academics. Depending on the HEIs’ needs, these centers offer development opportunities that covers 
pedagogy such as know-how sessions on flipped classroom, problem-based learning, critical pedagogy 
etc. Although these topics are prevalent for some time now, however, today’s academics do not find 
them as relevant and current (Viskovic, 2005, p. 400). Sometimes they are considered irrelevant and less 
effective than informal and on-the-job learning.  
 
3.3.2 Assessment and performance reviews are also considered a valuable development opportunity in 
the HE organizational settings (Franco-Santos et al., 2013). The academics’ performance data is collected 
from various sources that is fed back into the academics’ development portfolio. The data sources, 
sometimes include, performance appraisals, 360-degree feedback, performance review, satisfaction 
survey, peer review of teaching practice etc. Such evaluation and reflection on those experiences 
provide opportunities for improvement in professional practices. Sometimes these job experiences also 
include assignments that are not part of academics’ regular role, these challenges force employees to 
reskill and upskill that in turns develop them for future roles (McCall,1998). Job-rotation and job-
enlargement are two very common approaches to provide a wider range of experiences, the employees 
are asked to perform the tasks that are not necessarily in the job description (Noe et al., 2007, p.301). 
Academics are asked to take part in group/ social research projects that provide them practical, industry 
specific and problem-based experiences. Such experiences and the reviews based on them, enhance 
competencies to design courses, develop assessments and write book chapters that hence develop 
academics for their dynamic role in the academic world.  
 
3.3.3 The interpersonal learning 
Interpersonal learning (Al Ariss and Dessler, 2012, p. 197), as the name suggest, is the PD approach 
where mostly early career academics are placed to work with more experienced peers and learning 
happens as part of day to day interaction with more experienced academics. Shadowing and Buddying 
(O'Toole and Essex, 2012) are the two common formal approaches to allow inductees to learn from their 
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peers. Literature evidences some other form of collaborative learning and development methods that 
are used for academic’s professional development (Khalid, 2019). This includes Coaching (Mabey & 
Thomson, 2001; Iordanou et al., 2015), Action learning (Mabey & Thomson, 2001; Pedler et al., p 49), 
Mentoring (Mabey & Thomson, 2001; Shagrir, 2017, p.10)). 
 
3.3.4 Coaching 
Coaching is equally useful development method inside and outside the academic world of higher 
education (Iordanou et al., 2015). In HE, quite often used for the inductees who need to learn the 
operational knowledge around academic practices such as how to implement Problem-Based Learning in 
course design, or how to apply internationalization strategy into curriculum development etc.   of the 
organization with compromising on the employee’s engagement (Stewart and Rigg, 2011, p.197). It is 
often a short term relation where coach sets the learning goals and process to achieve those goals 
(Megginson and Clutterbuck, 2004). Along with formal studies, coaching is considered one of effective 
employee development methods (Manpower Services Commission, 1981, p.15; Grant et al., 2010). 
3.3.5 Action learning 
Action learning (Revans, 2012) is one of the recent developments in employee development function, in 
general, and also in academics’ development (Mabey & Thomson, 2001). Action learning, is a 
collaborative form of problem solving that enables participants to act, reflect and progress 
organizational learning while developing individuals at the same time (Pedler et al., p.58). Action 
learning is not limited by the fixed outcomes, it also enhances participants’ knowledge, skills and 
abilities towards performing academic roles.  
3.3.6 Mentoring 
Another collaborative professional development method, valued by HE academics is mentoring (Shagrir, 
2017, p.10). Mentoring is a useful technique for novice as well as experienced academics as it focuses on 
individual’s development rather than mastery on a task. The mentor and mentee relation is relatively 
long term where the mentee take the charge of his/her own learning goals and process (Megginson and 
Clutterbuck, 2004). Mentoring allows transferring organizational procedural knowledge, increased career 
and job satisfaction and higher retention (Stewart and Rigg, 2011, p.206; (Wanberg et al., 2003)). 
3.3.7 E-Learning 
 The use of technologies, internet and gadgets is as popular in academics’ development as in any other 
profession. Along with person-to-person methods on-going academic professional development also 
deploys technology, as E-learning (Hou et al.,2009; Rienties et al., 2013). E-learning (Garrison, 2011) is 
used to conduct formal and informal learning interventions. The year 2020 has seen a spike in the use of 
technology in learning and development function, like in many other areas of organizational functions. 
Academics often use institutional learning platform or interact with distant experts (Hou et al., 2009) to 
share and learn new knowledge. A variety of e-Learning platforms include, webinars, Skype-tutorials, e-
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workshops, networking and blogging tools etc. E-learning is considered cost-effective and flexible; with 
inclusion of learning apps and virtual reality, e-learning has become more fun and efficient as the same 
time. However, e-learning is more of a platform for information sharing and engagement, that is done as 
part of another PD method such as for planned discussion sessions rather than a PD intervention, on its 
own. 
3.4 Evaluating PD activities 
An effective PD intervention would enhance learners’ knowledge and skills and their performance on 
the job (Dokko et al., 2009). This signals the requirement of evaluating the value of PD activities, in 
terms of improvement in performance. The research on evaluation of PD programmes is not as rich as 
for designing and developing them, as for some scholars it is time consuming and offers less value 
(Guskey, 2000). Nevertheless, various models have been used in relation to evaluate the effectiveness 
PD initiatives. 
3.4.1 Kirkpatrick’s model 
The PD activities are often evaluated using Kirkpatrick’s model that was first introduced in 50’s (Guskey, 
2000) and is still applied to evaluate various training and development programmes. The model 
describes four levels of evaluation (Kirkpatrick and Kirkpatrick, 2008, p 21). The first level is the 
assessment of individuals’ satisfaction with the developmental intervention; the second level is the 
assurance of learning at the participant’s level, i.e, if the participant has learned the knowledge and/or 
skills; the third level is the application at the workplace. It included finding evidence of the use of 
learned competencies in performing work responsibilities. The fourth level of evaluation at the 
organizational level where evidence is collected to indicate enhancement in organizational performance 
or achievement of strategic goals.  
 
Figure 2: Levels of PD evaluation (Kirkpatrick model, 1996) 
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Although Kirkpatrick’s model is still being applied, especially in business-driven organizational settings, it 
has some limitations when it comes to the education and academic field (Guskey, 2000). It does not 
always incorporate ‘the why’ around the effectiveness of a training programme as much as it evidences 
‘the what’ (Alliger & Janak, 1989; Holton, 1996).  
3.4.2 Anderson’s approaches to PD evaluation 
Another evaluation method used to measure the effectiveness of a development intervention is 
presented by Anderson (2007). She describes four main approaches to evaluate PD namely, ‘the 
efficiency measure, the internal performance indicators and external benchmarks, Return on 
Investment, Return on Expectations’ (p 51). This efficiency approach includes quantifiable indicators 
such as number of hours and costs, the second approach is about assessing individual’s performance 
against the performance indicators that are further strategically aligned to organizational success 
indicators. The third approach is the Return on Investment that is about measuring ‘the bottom line’, 
whether a development activity has resulted into increased earnings for the company or not. The fourth 
assessment approach is Return on Expectations, which is a qualitative measure considering the 
satisfaction of stakeholders with the total experience of the developmental intervention. These four 
approaches are more applicable to the controlled, collective and planned developmental programmes, 
they are more focused on the big picture agendas rather than entirely focusing on the competency 
enhancement at an individual level. Similar principles of PD evaluation are adapted for PD in education 
systems such as by Guskey (2000, 2003). 
3.4.3 Guskey’s Levels for PD evaluation and application in this research 
Guskey presented a five-level tool for evaluating the effectiveness of PD activities. He has also provided 
the key questions to be asked at each level and the possible sources to find the authentic data to 
validate the effectiveness of PD activity from the individual to the organizational level. The five levels are 
as follows: 
• Level 1: Participants' Reactions 
• Level 2: Participants' Learning 
• Level 3: Organization Support and Change 
• Level 4: Participants' Use of New Knowledge and Skills 
• Level 5: Students’ learning outcomes 
(Source: Five critical levels of professional development evaluation (Guskey,2003). 
The first level of PD evaluation relates to the individuals’ personal experience of the interventions. This 
can be as narrow as to the physical environment where the intervention took place. This is usually done 
in the form of a prompt questionnaire. This evaluation is aimed at collecting the most recent feedback 
to identify administrative and environmental improvement opportunities. The second level is focused on 
the outcome of the PD activity in the form of knowledge, skills and enhancement in the attitudes of the 
academics. The methods to collect data include academics’ portfolios and reflective accounts. The third 
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level involves the compatibility of the PD activity with the organizational setup, firstly if it supports the 
execution of the PD activity and secondly if it allows to bring changes in the way things are done at the 
organization. The fourth level of PD intervention evaluation is the use of acquired knowledge and skill 
while performing professional responsibilities. For example, if and how academics are incorporating the 
new knowledge in areas of professional practice, such as around pedagogy, research, designing their 
course materials, assessments, projects in collaboration with industry and what value that PD 
intervention has brought. The data collection, at this level is also in the form of interviews, institutional 
data and portfolios. The fifth level of evaluation relates to the impact on the students’ learning 
experiences that can be evidenced in students’ feedback in questionnaires, institutional records and 
academics’ portfolios. These five levels also represent the complexity of the topic (p.78).  
In HE, Guskey’s model for PD evaluation is often used to establish the theoretical/conceptual 
understanding for a PD intervention (Muijs and Reynolds, 2017 ; Opfer and Pedder, 2011) and also to 
evaluate the practical/ operational fitness of a PD intervention (Caffarella and Daffron , 2013). In order 
to analyze the fitness of KE activities as a PD opportunity, this research has established its idea on 
Guskey’s model because of its conceptual fitness and theoretical alignment to the research question and 
secondly because of its methodological fitness. Guskey conceives PD as an ongoing activity that is 
interwoven into everyday professional life rather than a one-off event; which is aligned to this research 
where KE is investigated as a professional practice that provides an on-going learning and 
developmental opportunity. Guskey’s attention to organizational compatibility (level-3) is also aligned to 
this research aim of investigating the conduciveness for enhancing participation in KE. Moreover, KE is 
regarded as an opportunity to apply the learned competencies as well as to acquire new (level-4). Last 
and but not the least, this research conceptualizes KE as directly linked to students’ learning, which is 
described in level-5 of the model. He advocates that the PD activities improve teachers’ knowledge 
and/or teaching practices that in turn enhances students’ learning (p 75). This study has operationalized 
the model while designing the interview questions, the interview question types were chosen applying 
Guskey’s data collection idea. According to this evaluation framework, interviewing the participants is a 
valid and reliable techniques to collect participants’ perspective and evaluate the effectiveness of the PD 
function, where participants can share their immediate reaction, the learning and how that learning was 
translated in their professional practices. The interview guide includes reflective questions (Moon, 
2004), behavioral questions and situational questions that allowed collecting evidences on all the five 
levels of the PD evaluation.  
3.5 Understanding Knowledge 
Knowledge, undoubtedly, is a resource in today’s competitive knowledge economy (Dossou-Yovo and 
Tremblay, 2012); (Argote and Ingram, 2000). Although much has written about the typologies, 
processes and factors affecting knowledge management and knowledge exchange; the topic of defining 
‘knowledge’ is still a debate and misunderstood in various settings (Tsoukas, 2005, p.106), such as the 
assumption that the education and age are the determinants of knowledge possession. It was in the 
latter half of the previous century, when defining knowledge was brought into the discussion. 
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Knowledge is commonly understood as an individual’s ability to do things in a certain way. Polanyi’s 
work on personal knowledge, tacit knowledge and ‘knowing and being’ in late 60’s, emphasized on 
knowledge as an action and skill in use rather than a body of text/ literature. Parallel to this 
organizations started to emphasize on knowledge as the most valuable resource, an ‘engine of 
production’ (1965, p.115) and a source of distinction (Quinn, 1992, p.241). The topic of understanding 
knowledge got more attention in the 1990’s with the realization on knowledge economy, knowledge as 
asset and knowledge management. Polanyi’s ideas were further developed and adapted in describing 
knowledge types, i.e, practical and theoretical knowledge. The practical/ procedural knowledge is based 
on the experiences in problem-solving and working on the projects and labelled as ‘Know-how’, Polany’s 
‘tacit knowledge’, ‘procedural knowledge’. The theoretical knowledge, on the other hand, is post-
experience reflective know-what, ‘declared knowledge’ and Polany’s ‘explicit knowledge’ which can be 
communicated in facts, figures and theory. In the higher education settings, there are two very 
contrasting, yet authentic divisions of knowledge presented as low-polarized and high-polarized. The 
low-polarized knowledge is value neutral knowledge that is generated by researchers, published in 
academic journals and brought to the practitioners. The other form is the ‘highly polarized, value 
intensive and user driven knowledge’ (Contandriopoulos et al., 2010). However, this study describes 
knowledge as application of theoretical knowledge that is relevant to an occupational field of practice; 
knowledge and application that involves learning about the field of practice; knowing how (the skills) 
and the application of those skills; knowledge to solve problems; and related knowledge that includes 
transferable, personal and interpersonal skills (Weelahan, 2008). 
3.6 The University Industry Knowledge Exchange (KE) 
Knowledge exchange is about sharing, learning and creating new knowledge within and between the 
organizations (Nahapiet & Ghoshal, 1998; Collins &Smith, 2006). Similarly, Knowledge exchange in HE is 
the relation of sharing, learning and creating new knowledge between higher education institutions and 
other stakeholders, particularly industry. KE is defined as any activity around research, teaching, patents 
that results in the sharing of knowledge, expertise and skills (Benneworth, 2011; Delanty, 2002). The 
concept of knowledge exchange is based on the ideas of ‘university Industry collaboration’, university-
community engagement, university’s third mission and entrepreneurial universities (Etzkowitz & Zhou, 
2017). It signifies the role of HEIs as sustainable contributor to the knowledge intensive, entrepreneurial 
society (Link et al., 2017). KE is also very much relevant to the teaching and research activities 
(Benneworth, 2011, p. 16) as both contribute to developing an environment of social linkage and benefit 
to the community. Universities circulate, impart and apply knowledge (Allen, 1988). “KE, lies at the heart 
of everything universities do”, however, sometimes overlooked and not accounted for (Benneworth, 
2011).  
3.6.1 KE-The Concept Evolution 
The notion of university collaboration with its external stakeholders has existed for long, even in the 
times of university for elite; when, via research centers, HE would collaborate with government, 
ministries and development centers. However, the idea was initially coined as ‘knowledge transfer’, 
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unidirectional, rather than knowledge exchange, i.e, in both directions (Leydesdorff et al., 2016). The 
shift in understanding it as a bilateral relation of exchange was witnessed in the last three decades of 
20th century. For example, Allen’s work on ‘university-knowledge exchange activity’ (1989), Mode-II of 
knowledge generation by Gibbons et al., (1994). Soon, the linkage between industry and HEIs was 
realized as the relation of ‘exchange’ between the entities; universities started to claim patents and 
earning revenues (Mowery et al., 2001), (Powell & Dayson, 2011). However, the real value of KE was 
acknowledged most prominently as ‘the learning process’ for the participants (Abreu et al., 2009; 
Schartinger et al., 2002; Gordon, 2016; Hughes, 2011; Perkmann and Walsh, 2007) where all parties 
learn from the interaction.  
The concept of KE is pioneered on the ideas of ‘civic engagement’ from early 90s, where engaged 
universities were described by their more ‘sympathetic’ and ‘productive’ involvement in the community 
through their research, teaching, solving community problems (Jacob et al., 2015) and other services 
functions (Kellogg Commission, 1999, p. 193). Later on, described as, university-community 
engagement, the importance of collaborative learning continued to be emphasized towards the last 
decade of the previous century. The idea of KE is based on the understanding that the relationship of 
learning between university and community is ‘two-way’, (Gamson et al., 1998); (Popkewitz, 2000). 
Apart from developing human capital for a society, universities are, commonly, understood to build 
partnership with community including businesses and other stakeholders on the bases of mutual respect 
and benefits. Some universities and academics dedicate separate time for university engagement 
whereas other academics integrate their teaching, research and university engagement (Jacob et al., 
2015, p.73). The breadth of KE and its link to other academic functions can be explained from one of the 
pioneering university industry partnership definition such as given by Kellogg Commission,  which was 
later translated into more recent descriptions such as (Knowledge Exchange Framework Consultation, 
2019) explained in the previous chapter.  
3.6.2 KE Activities 
KE activities are “people based, problem solving and community-oriented activities” (Abreu et al., 2009, 
p. 7) that include a wide range of possible short- and long-term collaborations between HEIs and 
relevant industry. Such activities often include ‘Networks (specifically social, for example, between 
academics and the business community); Continuing Professional Development (CPD); Consultancy; 
Collaborative Research; Contract Research; Licensing; Spin-Outs and Teaching (Knowledge Exchange 
Framework Consultation, 2019, p. 8), (RSM PACEC Ltd, 2017, p.49). Nevertheless, these are not the only 
methods of KE activities. Ankrah and Al-Tabbaa (2015) segregate university-industry KE formats into six 
main categories [Table 3], the first two categories of KE are people-to-people knowledge sharing, at 
personal/individual level, done in formal and informal manners. Third-party KE activities are carried out 
with an intermediary entity between industry and university such as associations funded by government 
or professional bodies. The last three categories are relatively large scale and planned for relatively 
longer term. Top leadership takes these projects as strategic milestones and device polices to then 
involve academics and researchers to contribute towards these projects. There are varied formal and 
informal ways of academics’ engagement and KE (Abreu et al., 2009; Zhang et al., 2017; Zong, 2018). 
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Although, it is undoubtedly important to establish a taxonomy for KE, for this research however, KE-
activities are incorporated without differentiation of types, with pioneering idea that KE activities are 
about disseminating and discovering knowledge, providing staff and students satisfaction and 
developing skills (Benneworth, 2011; Delanty, 2002). The reason to do so is to allow maximum 
opportunity to gauge how and what academics learned from participation in KE activities and hence 
obtain data relevant to the research questions. 
Table 3: KE Formats: University Industry Collaboration (Ankrah and Al-Tabbaa, 2015, p. 391). 
Main Category Forms of universities and industries relationship 
Personal Informal 
Relationships 
– Academic spin-offs 
– Individual consultancy (paid for or free) 
– Information exchange forums 
– Collegial interchange, conference, and publications 
– Joint or individual lectures 
– Personal contact with university academic staff or industrial staff 
– Co-locational arrangement 
Personal Formal 
Relationships 
– Student internships and sandwich courses 
– Students’ involvement in industrial projects 
– Scholarships, Studentships, Fellowships and postgraduate linkages 
– Joint supervision of PhDs and Masters theses 
– Exchange programmes (e.g. secondment) 
– Sabbaticals periods for professors 
– Hiring of graduate students 
– Employment of relevant scientists by industry 
– Use of university or industrial facility (e.g., lab, database, etc.) 
Third Party – Institutional consultancy (university companies including Faculty Consulting) 
– Liaison offices (in universities or industry) 
– General Assistance Units (including technology transfer organizations) 
– Government Agencies (including regional technology transfer networks) 
– Industrial associations (functioning as brokers) 
– Technological Brokerage Companies 
Formal Targeted 
Agreements 
– Contract research (including technical services contract) 
– Patenting and Licensing Agreements (licensing of intellectual property rights) 
– Cooperative research projects 
– Equity holding in companies by universities or faculty members 
– Exchange of research materials or Joint curriculum development: 
– Joint research programmes (including Joint venture research project with a 
university as a research partner or Joint venture research project with a university 
as a subcontractor) 






– Broad agreements for U-I collaborations 
– Endowed Chairs and Advisory Boards 
– Funding of university posts 
– Industrially sponsored R&D in university departments 
– Research grant, gifts, endowment, trusts donations (financial or equipment), 
general or directed to specific departments or academics 
Focused Structures – Association contracts 
– Innovation/incubation centers 
– Research, science and technology parks 
– University–Industry Consortia 
– University–Industry research cooperative research canters 
– Subsidiary ownerships 
– Mergers 
3.6.3 KE and Higher Education Institutions: 
The extent and the form of KE activities that academics would engage in, is highly dependent on the 
institutional strategic direction and policies and procedures, which is influenced by HEI’s approach to 
decision making and governance.  Governance in HEIs includes processes for institutional decision 
making, policy making and goal setting (Tarkman, 2008). KE as one of the growing strategic affairs for 
HEIs and other stakeholders, cannot be implemented without a congruent governing system that has 
full understanding of the value and need of KE in today’s times. Since the inception of triple helix model 
(Leydesdorff and Etzkowitz, 1998) and further development in quadruplex model (Lundvall et al., 2002), 
the topic of KE has got more prominence in HE institutional policy-making and signifies the need for 
establishing a decision making system that perceives KE in the same manner.  
Tarkman (2008) describes five models of university top-level governance. The first model of university 
governess is driven by the understanding that academics, as the board of governance are in the best 
position to understand the academic affairs and hence propagates that HEIs must be governed by 
academics. The second model suggests the corporate view of institutional governance and presents a 
business-oriented approach to decision making; suggesting that HEIs are best managed by professional 
managers where decision making is driven by efficiency and accountability. The third model of HEI 
governance is rather ‘vague’, handing over the decision-making responsibilities to a group of extremely 
trustworthy representatives of community. This board of trustees, performing its ‘trust duties’ 
(Tarkman, 2008) concerns mainly about the ways of governance rather than only concerning a 
participative decision making by a representation of all stakeholders which Trakman describes in the 
fifth model of institutional governance. The fifth model that Tarkman calls ‘stakeholder governance’ 
stands on the pillars of prominent presence of all stakeholders, concerning the good for academics, 
students, and other groups in community that receives the implications of those decisions along with 
financial and managerial efficiencies. Tarkman’s (2008) sixth stream of governance models is called 
‘Amalgam models’, as the name suggests it has elements from each of the previous streams, 
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incorporating principals for governance allowing adaptations in governance mechanisms to suit the 
various contexts.  
Competitions, financial constraints and exponentially expanding information brings HEIs governance 
close to a model of governance for an organization operating in a competitive and complex 
environment. Nevertheless, HEIs’ core responsibilities of people development and knowledge 
enhancement cannot be compromised in the pursue of financial gains. The entrepreneurial institutions 
are to aim for financial sustainability, economic deliverables but not by undermining the academic and 
scholarship sides (Carnegie and Tuck, 2010) of HEI’s core responsibilities. It is rather capitalizing on 
scholarship, teaching and learning and intellectual capital of HEIs, that can facilitate achieving 
entrepreneurial and sustainability goals (Khalid, 2017). Carnegie and Tuck (2010) propose one such 
model of HEI’s governance called ‘The ABC of University Governance’ [Figure: 3], the model marries 
approaches from enterprise governance and HE institutional governance systems. The authors have 
proposed this model as ‘fit for purpose’ (p. 439) governance mechanism acknowledging the value-
creation, quality assurance and knowledge enhancement responsibilities of HEIs. 
The successful execution of KE and innovation ecosystem are increasingly appearing in the recent 
research where emphasis is brought to innovation in organizational processes to achieve benefits for 
HEIs and stakeholders (Arnkil et al., 2010, p. 14). With the growing role of KE in the demand-led 
innovation system (Colapinto and Porlezza, 2011), HEIs leadership need to establish robust policy 
framework for KE in alignment with legendary functions of research and teaching. Colapinto and 
Porlezza (2011, p.346), provide two main guidelines in this regards, ‘capitalization’ where HEIs continue 
to create knowledge to advance the discipline and transfer it to the relevant users or ‘interdependence’ 
where HEIs work closely with society, government and industry to create knowledge that has value for 
everyone. The implementation of KE, from policy to practice, requires an institutional commitment and 
brings managerial implications for governance, leadership and strategic planning. The research has 





Figure 3: The ABC of University Governance (Carnegie and Tuck, 2010, p. 438) 
 
3.7 Knowledge Exchange: What is in it for Academics 
Along with financial gains, the concept of KE must be analyzed in the non-financial perspective (state of 
relations report, 2019) as well. KE is carried out through human relationships (Benneworth, 2011), that 
makes it important to also understand how it impacts the participants’ learning. The processes of KE 
involves a range of formal and informal interactions that enhances learning process for the participants 
(Abreu et al., 2009).  D'este and Perkmann (2011, p.333) advocates that the academics’ interaction with 
industry is complex and hybrid. They argue that, although HEIs are keen on enhancing their financial gains 
from such collaborations, but these collaborations can be more beneficial if they facilitate both industry 
application and academic researchers. The academics get ideas for future research in their area of interest 
and industry get the knowledge and expert advice in solving their problems. In KE, industry provides 
current and contextual knowledge, that can provide academics with the insight into future opportunities 
for further research (Fergosonl, 2013). Various researches on the value of KE for academics, indicate that 
academics, generally believe in the value of their interaction with the industry however, do not want to 
confine within the boundaries of HEIs’ financial benefits (D’Este & Perkmann, 2011 ; Abreu et al., 2009, 
p. 11). Perkmann et al., (2013, p. 423) describes KE as a means of enhancing academic engagement and 
emphasizes opportunities for further research in this area. Academics believe that engagement with 
industry has enhanced their insight into their own research and has also helped them in networking and 
learning from practitioners, there is also an agreement on the impact of participation in knowledge 
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exchange enhancing their teaching practices and programme and course development approaches (Abreu 
et al., 2009 ; Lee, 1996).  
3.8 Academics Participation in KE: The Person-Environment Fit 
Theory of person-environment fit is often used in Human Resource Management (HRM) studies to 
understand the complementary and supplementary (Ungemah, 2015) link between organization and 
employees to achieve various outcomes (Kristof-Brown and Guay, 2011). The theory suggests that an 
employee’s performance can be negatively affected if he/she and its environment are not in 
congruence. A mismatch between person and his/her environment can negatively affect the individual’s 
motivation, attitude and the outcome of that interaction (Wolraich, Dworkin, Drotar and Perrin, 2007); 
conversely, to achieve the expected individual’s performance goals and hence organization’s goals, a 
person-environment fit is important and unavoidable. For example, Wang and Wang (2018) studied the 
positive impact of alignment of personal and environmental features on increasing creativity in multi-
cultural context. In HRM studies , “Fit is defined as occurring whenever at least one entity (person or 
organization) provides what the other requires or when the employee and organization share certain 
fundamental characteristics in common” (Ungemah, 2015, p.122). 
Based on the theory of person-environment fit, it can be argued that academics’ engagement in KE 
activities can be enhanced if academics perceive (Wilkinson and Johnstone, 2016) its environment as 
conducive for KE and compatible to their own understanding of participation in KE activities. The 
situation of fit would be prevailing when they perceive striving for a shared vision as employees and as 
organization called a supplementary fit and when HEIs or academics goals are achieved with this relation 
called complimentary fit.      
 
3.9 Knowledge Exchange, Professional Development and Learning: 
Knowledge is the outcome of social learning within an organization (Stacy, 2001). Knowledge in terms of 
finding new ways of doing things is seen as a ‘product of complex human systems’ that is exhibited 
through skilled performances (Tsoukas, 2005, p. 123). These complex human systems deploy both tacit 
and explicit knowledge in creating further knowledge (Tsoukas,2005, p.123) and developing people 
through the knowledge exchange in social interactions (Tsoukas,2001). It can be argued that knowledge 
creation and exchange is fabricated in the ideas of learning and people development processes (Afgan 
and Carvalho, 2010, p.28). Knowledge as know-how, know-what and know-why, is the active form as 
learning, it is dynamic and active process of learning and it continues to grow and refine with ‘exchange 
and combination’ (Moran and Ghoshal, 1996). The knowledge is acquired in the process of learning 
individually or collaboratively. Therefore, the discussion on creating, building and sharing knowledge is 
the discussion of learning and development (Bereiter 2002), as presented in Table 3. The learning-at-work 
and through work view of professional development aligns it with creating and sharing knowledge 




Figure 4: The Three Metaphors of Learning (Paavola and Hakkarainen, 2005, p 539) 
Paavola and Hakkarainen (2005, p.537) presented the link between knowledge and learning as three 
metaphors. The three metaphors are connected and interdependent for successful learning and to 
operate in the knowledge economy. The acquisition metaphor represents the learning when body of 
conceptual knowledge is obtained/ assimilated by individuals. It is about knowledge construction at an 
individual level. The participative metaphor, however, addresses learning in collaborative settings of 
interaction with people and environment; where interaction with other participants and activities shape 
the learning and knowledge advancement. Participative metaphor, concentrates on activities, acquiring 
skills and knowing rather than knowledge as an artifact/output. It also argues that knowing cannot be 
separated from its context and environment and learning is the fabric of that connection. Learning, in the 
metaphor, is the ‘social process of knowledge construction’ (Paavola and Hakkarainen, 2005, p.538). 
Paavola and Hakkarainen, represent the third metaphor of learning, as the knowledge creating metaphor 
that highlights the importance of learning and conceptualizing at an individual level and as well as at the 
group level; it also illuminates the creating of the output as the knowledge artifacts. It is also important 
to mention that these leanings are not mutually exclusive. 
Table 4: Conceptual alignment between Metaphors for learning and KE outputs 
Metaphors for learning 
(Paavola and Hakkarainen, 
2005) 
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These metaphors for learning are very close to the discussion of knowledge exchange in the university-
industry collaboration, where individuals/participants practice their existing knowledge, interact with 
other people, environments and problems to develop solutions, patents and spinouts. The three 
metaphors of learning are very close to various activities that are done under the umbrella of UIKE. The 
main objectives of any development opportunity is to enhance individuals’ performance and help them 
learn and grow (Bratton and Gold, 2017, p.221); engagement in knowledge creation , acquisition and 
exchange, can be argued providing such developmental and learning opportunities. Professional 
development, knowledge exchange and learning are linked and supplementary to each other. However, 
for the better understanding of the relation, it is first important to take a deeper look at PD, learning and 
how academics learn. 
3.9.1 How academics learn: 
To understand learning and development in KE, it is first needed to highlight the underpinning learning 
principles that are relevant to such learning interactions. Learning is described in its traditional divide of 
associative learning/behaviorism and cognitive learning. Stewart and Riggs (2011) group the theories of 
learning into four clusters: 
1. “Behaviourist – learning as behaviour change or conditioning 
2. Cognitivist – learning as understanding 
3. Constructivist – learning as construction or creation of knowledge 
4. Social – learning as social practice” (p.143). 
The behaviorist theories of learning signify that the change in behavior and actions is the indication of 
learning, it also suggests that people can learn to behave in a certain way, without emotionally attaching 
themselves to it and even without thinking about the logic behind those procedures. It requires practice 
and guidance to learn an act. The cognitivist theories, on the other hand, relate learning with inner deep 
thoughts and emotions and argue that people learn when they are able to make cognitive links of the new 
information with their prior knowledge. If people are able to make sense of the newly acquired 
information, it will retain and becomes a part of long-term memory. These two clusters of theories address 
learning at an individual’s personal level and explains learning as a passive receiving and processing of 
information. The constructivism view of learning, however, describes learning as a process of creating 
meanings, finding learner’s own perspective and solutions. This view of learning advocates that individual 
may learn different concepts and skills and at different levels of competency though taking part in a same 






with each other and share their thoughts and ideas. This is a more practical and interactive view of how 
people learn. It emphasizes on the participation and active involvement in the learning process.  
It can be argued that although these four clusters of learning theories identify different settings, but their 
application is not always mutually exclusive. For example, action learning (Revans, 2012) can happen in 
problem-based learning settings that rely on incremental disclosure of information and learned with the 
use of flowcharts and other visual artifacts. Moreover, cross-organizational project work, reflective 
conversations and joining communities of practice are a few social-constructionist learning mechanisms 
that can be regarded as pioneering principles for considering KE as a developmental opportunity.  
3.9.2 Learning by experience- Kolb’s theory of Experiential Learning: 
The idea of KE as a PD opportunity can be understood through the pioneering theory of experiential 
learning as presented by David Kolb (1984) [Fig.5]. The theory illuminates the importance of learning as a 
process of interaction between an individual and his/her environment. It is established on the idea that 
an individual learns by experiencing a participation in a situation and context that allows the learner to 
later reflect and make inferences about what went wrong and what went well and why. This allows the 
learner to do abstract conceptualization, developing new connections and establishing new ideas, 
solutions and perspectives. These perspectives are then used as a frame of reference while making 
decision when the learner is actively engaged in similar situations. The theory of experiential learning is 
widely used in education as well as in management development and designing training and development 
programmes. When it comes to proposing a learning and professional development opportunity, it is 
undoubtedly important to understand the relevance and effectiveness of the opportunity in terms of the 




Figure 5: Kolb Learning Cycle 
3.9.3 Learning by sharing knowledge- Theory of social construction of Knowledge:  
People learn when they interact with others, discuss and challenge ideas and share and acquire 
knowledge. The social construction of theory represents the learning as an outcome of social interaction, 
which not only enhance participants’ subject knowledge but also their learning to learn and other soft 
skills. In KE activities, academics, students and employer collaborate and learn in a variety of formal and 
informal methods. Social construction of knowledge requires participants engagement and collaboration 
on project.  
In 1940s, Prof. Reg Revan, used his action learning approach in bringing universities and industries 
collaboration on various issues. Problem solving, sharing knowledge, creating new knowledge and 
collaboration were regarded as the pillars of such learning activities. He believed that action learning 
allows for ‘development the self along with developing by self’. Learning is doing and social exchange of 
knowledge (Revan,2012). The action learning is one of the famous approaches in the education field and 
often used as an academic development approach (Mehorter, 2017). Learning in KE activities can be 
described by applying action and experiential learning principles. Where there is an active engagement of 
the members and action and reflection cycles through the processes at individual level. Based on Kolb’s 
learning cycle, experiential learning (Kolb, 2014) explains learning as the outcome of experiences and 
engagement. 
3.9.4 Learning by Reflection  
As discussed above, the effectiveness of any developmental activity can be evidenced with various 
sources, such as performance reviews, students’ feedback etc. The reflection, at an individual level, 
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however, provides a more comprehensive, thorough and well-thought out perspective of an individual’s 
learning. That reflection account can be, in the form of a written (e.g., self-reflective essay) or a verbal 
account (a focused interview that collect evidence of application of learning). 
Reflection is defined by various specialist, highlighting different perspectives on reflection. Such as, 
reflective learning, reflective practice, professional reflection. The reflection is a conscious and planned 
account of individual’s learning that is evidenced through the reflector’s account. Schön (1991) describes, 
knowledge as an outcome of practitioners’ reflection evidencing professional development. It can be 
argued that reflective account can be a mean to validate knowledge creation and professional 
development , at the sametime. Reflection allows academics to account for their learning at workplace, 
while performing roles and responsibilities (Boud, 1998; Moon, 2004). Reflection, to account for learning 
at workplace, can be defined using Fook (2006) definition: “the ability to understand the social dimensions 
and political functions of experience and meaning making and the ability to apply this understanding in 
working in social contexts”. Reflections are considered highly valuable source of learning in the academic 
staff development (Barnes & Caprino, 2016).  
3.9.5 Understanding learner in the learning process:  
Another theoretical perspective in understanding how adults learn is linked to the learning styles and the 
learning process. In the education world, it is largely associated with the concepts of Androgogy, that 
addresses the learning processes of adult learning as opposed to pedagogy which related to designing 
learning activities for children. The term was emphasized by Malcolm Knowles which later elaborated by 
Malouf(2003) by advocating that adults learn when they have experience of real world, they have pre-
existing  concrete learning that facilitates self-directed learning and problem analysis in various context. 
The concept of andragogy informs the design of professional development activities, paying more 
attention to adult learners in the learning process(Knowles et al, 1998) [Table 5]. 
Table 5: Understanding Adult Learner (Knowles et al., 1998) 
Aspect  Andragogy 
Need to know Learner need to know why 
something is important prior to 
learning it. 
Learner’s self concept Learners are responsible for 
their own decisions 




Readiness to learn Learners become ready to learn 
when they see content that is 
relevant to their lives. 
Orientation to learning Learners expect life-centered 
content.  
Motivation Learners are motivated by 
primarily internal factors.  
 
4.0 The Changing Trends in Understanding Academics’ PD Function and Relevance of This 
Research 
The topic of defining the scope of PD function had been in debates since 19th century. Towards the closing 
of 20th century, with growing technological changes and industrial revolution the need for a better 
understanding of the academics’ perspective on the value of PD gained momentum. Scribner (1999, 
p.257) advocated to go beyond the limits of formal PD and used the term professional learning and 
highlighted the significance of workplace context for ‘how and what teachers learn as a professional’. 
Scribner argued for paying attention to the multiple contexts in which teachers work and how these 
contexts provide a range of learning activities and the impact of such learning on the academics’ practices. 
Guskey (2000, 2003) argues that PD activities for academics are more effective when they continue, as a 
part of regular routine and are incorporated as a small change in the usual practice. He presents the 
following principles of effective professional development (p. 36, 37,38): 
a) “A clear focus on learning and learners” 
b) “An emphasis on individual and organizational change” 
c) “Small changes guided by a grand vision” 
d) “Ongoing professional development that is procedurally embedded” (Guskey, 2003) 
The PD function is also affected by the changing landscape of industry and business ecosystem that 
require HEIs to perform at a more integrated and holistic model of knowledge exchange. This in turn 
require competency enhancement for academics, just like any other employee in a knowledge-dependent 
industry (Dewey & Duff, 2009, p.493); such enhancement cannot be left on coincident and by-chance 
learning. A careful strategic view of how academics can bring latest industry knowledge to the courses 
and to the classrooms require careful considerations of their PD as well. Jaramillo-Baquerizo, Valcke and 
Vanderlinde (2019) identified that PD is becoming more teacher-centered [customized to individual 
needs] and there is a need to redesign PD in a way that facilitate the possibility of transferring that 
knowledge in the professional practices. They also advocated the need to incorporate academics/ 
university teachers’ perspective to analyze the effectiveness of PD activities in terms of transferring that 
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knowledge (p.9). The academic development community internationally has been advocating a more 
holistic approach to the PD function (Sutherland, 2018, p.266; Sutherland and Hall, 2018) rather than 
reporting isolated events. Trends are also seen in demands towards a more holistic PD models that cater 
for all areas of professional activities (research, teaching, administration and leadership) rather than only 
focused on the immediate job needs (p. 108).  
The academic job roles are becoming more sophisticated with congruent integration of people, 
technology and innovative artifacts (Latour, 1999). Academics are expected to keep up with the 
advancements in relevant subject, industry and teaching fields. They need to continuously enhance their 
knowledge and skills to keep the currency of their profession (Guskey, 2000, p.3); (Dewey & Duff, 2009, 
p.493) ; (Ernst and Young, 2012)). Anna Reid and Peter Petocz (2003) highlighted the need to look out for 
new ways to carry out PD subjecting the changing role of academics in the higher education. The 
academics are expected to take the role of a ‘teacher, researcher, administrator, manager, leader, 
entrepreneur, academic/community/corporate citizen, industry liaison, recruiter, fundraiser, and many 
more’(Sutherland, 2018, p 267); a versatile, multidimensional PD is needed to continuously equip 
academics for the changing job roles. Parallel to this, more understanding needs to be developed on the 
range of indicators that are used to capture the effectiveness of PD (Guskey, 2003, p 749) especially 
incorporating the students’ learning experiences and outcomes.  
Jacob et al., (2019) have addressed PD for university academics as a strategic affair. They have found that 
academics prefer a more customized and outcome-driven approach to PD rather than a standard set of 
activities offered to bigger groups of academics. They also found that the subject-specific PD activities 
were valued by academics and claimed that academics are more motivated to take part in PD activities if 
they are associated with a recognition/reward such as fellowship, grant, certificate or degree or any other 
recognition or appreciation. Integrating research and PD and opportunities to participate in conferences 
were also a part of findings by Jacob and colleagues. However, this research only considered the formal 
PD activities organized by the professional development centers in flagship HEIs. It contributes to our 
understanding of the need for further research in PD activities that are not limited to institutional offering. 
It opens door for further research about the PD activities initiated by academics themselves, formally or 
informally and are a part of their professional routine (Guskey, 2000, p.38) rather than a one-of event. 
Guskey (2000) suggests that effective PD is ‘intentional, ongoing and systemic’ (p. 16) where efforts for 
improvement are guided by clear goals that can be at any level i.e., individual, institutional and/or national 
level. He also advocates for a continual nature of PD to cope up with the dynamic and growing knowledge 
of the fields. Jaramillo-Baquerizo et al. (2019) has carried out a review of existing literature to highlight 
the defining principles addressing PD for university teachers, that are as follows: 
• The PD should consider academics as learners (Lobato, 2012) 
• Academics are central to the PD, the methods should be designed where academics’ learning is 
kept at the focal point in making all the design and execution decisions, such as problem-based 
learning (Cho and Rathbun, 2013), 
55 
 
• an effective PD activity enables academics to demonstrate ‘attitudinal, intellectual and behavioral 
change’. (Evans, 2014) 
• The PD activity should allow for application of knowledge, exposure to new information, 
exhibition of competencies and relevance to authentic and practical problems (Botma et al., 
2015). 
Professional development of academics in HEIs involves multiple actors, it can be carried out in various 
settings and exhibits different levels of complexity and dynamics; Putnam and Borko (2000) recommends 
a ‘situative’ approach to research PD in such settings, as it allows for incorporating ‘multiple perspectives 
and multiple units of analysis’ (Borko, 2004, p.4). Broko (2008, p.4) presents a systemic view on PD which 
incorporates the actors, who are directly involved in the PD activity provided to the teachers and the 
context in which PD takes place. She argues that outcome of a PD activity is influenced by the context, it 
is operating in (p.4). Moreover, PD is not always limited to the presence of facilitators/ trainers (Stewart 
and Rigg, 2011, p.219) as the situated context in which learner is operating, itself facilitate learning (Van 
der Sluis, Burden and Huet , 2017; Jaramillo-Baquerizo, 2019). This ‘immersiveness’ and ‘situativeness’ of 
PD bring it close to the phenomenon of learning in KE, which this research is aspiring to highlight by linking 
the existing literature on PD and KE.  
The literature review provided in this chapter has not only facilitated the establishment of data 
collection instruments but has also provided the theoretical ground to link findings of this research to 
the research goals. This research is inline with the recent developments on the topic of PD for 
academics, aiming to propose KE as a versatile PD opportunity. KE can be considered a professional 
development opportunity if it is “focused on content knowledge; provides opportunities for active 
learning and is coherent to other learning activities” (Garet et al., 2000, p.916). In order to propose, KE 
as a PD opportunity, this research has investigated if KE sits well on the above-mentioned principles and 







Chapter 4: Research Design 
4.1 Introduction 
This chapter explains the research design describing the areas of research activity harmonized to answer 
the research questions (Maxwell, 2012, p.5) and methodology adapted for the study. The chapter 
elaborates on the decisions around the research approach, data collection and data analysis and finally 
how it contributes to the theory development. This research adapts methodological ideas from both 
education and management studies.  
The chapter is organized as follows, firstly it explains the philosophical underpinning of the research 
followed by discussion on the research design. Next is the discussion on developing research guide, 
explanation about the consideration on validity and reliability. The final section explains the analysis 
techniques followed by the conclusion. 
4.2 Research Question: the overarching research question is as follows: 
How does university industry knowledge exchange attract/encourage greater participation among 
academics and facilitate their professional development? 
As explained in the first chapter, this research is aimed to systemically investigate and critically evaluate 
the interplay between PD for academics and KE. This study has focused on investigating knowledge 
exchange (KE) as part of academic practice, analyzing learning and professional development, for KE and 
through KE and investigating the conduciveness of academics’ work environment to encourage their 
participation in KE.   
4.3 Research philosophy: epistemology and ontology 
The ‘ontology’ is the branch of research philosophy that has helped me, like any researcher, understand 
my take on the ‘nature of reality’; epistemology on the other hand has helped me understand my 
position on the ‘nature of knowledge’. I follow ‘constructionist-interpretivist’ paradigm over positivism, 
post positivism and critical-ideological paradigms believing that reality is constructed in the minds and 
can be captured with ‘deep reflection’, such reflections can be triggered with interaction/dialogue 
between participant and the researcher (Ponterotto, 2005, p. 129). 
4.3.1 Ontological belief 
As a researcher, I will explain my philosophical position by starting with ontological and epistemological 
stances, as they have guided my research structure and design. My viewpoint on ‘the nature of 
existence’ (ontology) is more of ‘constructionist-interpretivist, as opposed to positivist or postpositivist; 
as I believe that subjective to individuals’ experiences, a social phenomenon is driven and dependent on 
the social actors (people), they are evolved, understood and developed by continuous interaction with 
the people, and people are a part and parcel of a social phenomenon and hence does not disregard 
multiple realities, multiple experiences and multiple interpretations (Ponterotto, 2005, p.130 ; 
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Schwandt, 1994). In my study, I am investigating the phenomenon of learning and development in the 
contextual settings of university-industry collaboration for KE. My ontological belief is that people, 
learning and development and university industry KE are highly interlinked. However, I also recognize 
the fact that people in the same context and settings gain different ideas and knowledge. Although, the 
very concept of university-industry collaboration and learning and development are rooted in social 
constructionism, but there are possibilities when these realities can be looked at objectively, that is 
explained in the research paradigm section.  
4.3.2 Constructionist epistemology in this research: 
This study stands on the constructionist epistemology, describing ‘the nature of knowledge’ as being 
dependent on the constructors of that knowledge. Such epistemological position is mostly considered 
more relevant to the social science than natural sciences. The natural sciences believe a more objectivist 
view of the world, for example one plus one is always two. The objectivist viewpoint believes that 
nature phenomenon such as, three laws of motion, were always there and the researchers find that 
knowledge based on facts and quantifiable observations. The research work done on objectivist 
epistemology, even on a social phenomenon, often follow quantitative research methods and/or mixed 
methods. Coming back to the constructionist epistemology, that has informed this research, is pillared 
on Berger and Lukman (1966) approach to understanding reality and the idea of social construction as 
prescribed by Gergen (1999).  
Before I go into describing the research paradigm, I would first like to elaborate on the conventional 
approach in designing this research. 
4.3.3 The approach 
Objectivist/positivist approach or Subjectivist/constructivist approach are the two widely known 
contrasting epistemological positions. The objectivist approach sets clear boundaries between the 
researcher and the reality ; it is a viewpoint that advocates principles and laws as natural phenomenon 
and they are always held true no matter what, for example, natural sciences phenomena (Cohen et al., 
1994, p. 10). It looks at phenomenon as discrete entities that are stand-alone and are indifferent from 
the context. Objectivist/positivist approach requires a great deal of isolating the variables from its 
environmental factors and sometimes controlling for such variables can cause a compromise on the 
value of research. The subjectivist/non-positivist approaches are considered more appropriate for social 
sciences and have been used in studies on higher education. The subjectivist/ non-positivist approach 
suggests that nature of reality and knowledge is highly dependent and shaped by the actors and the 
context in which that knowledge and reality is constructed. In simple words, reality and truth is 
subjective and constructed by the people living it. It does not necessarily mean that if those contexts 
and people will not be there the knowledge will not exist, but it will take a different form and represent 
a different stage/ level of social phenomenon (Ponterotto, 2005, p.130). 
This study is aimed at understanding reality by incorporating a diversity of experiences and perspectives 
from individuals, however, at the same time developing a body of knowledge which is more objective, 
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representing the social phenomenon independently on its own. This is further explained in the research 
paradigm section. 
4.3.4 Research paradigm: critical realism 
As this study is based on ‘constructionist-interpretivist’ paradigm it is considered closed to subjectivism 
on the Subjectivist/ Objectivist continuum (Everly et al., 2008), believing that knowledge is contextually 
and socially constructed alongside acknowledging the process of learning builds on the knowledge that 
already exist. An individual can explain the exiting knowledge from his/her own point of view 
(Hyslop,2008) considering knowledge as an implied product of interaction. After establishing the link 
between the environment, people and a social phenomenon. I would like to highlight approach to this 
particular study i.e, critical realism; it sits on the middle of the Subjectivism/Objectivism continuum. Roy 
Bhasker is considered the ‘guru’ of this philosophical approach, that regards independent existence of 
reality as well as dependence on individuals’ perspectives on defining that reality (O’Mahoney, 2014). 
Since, the aim of my study is to bring attention to the value of knowledge-exchange interactions and 
provide a stand-alone body of knowledge i.e, theoretical contribution / framework that can inform 
further research and guide practitioners in designing developmental programs for academics. Therefore, 
it required a slight shift from the subjective approach, in the form of critical realism. Critical realism 
advocates that the knowledge created as the output of this study can be looked at independently, of 
this whole research process. This approach has enabled me to understand the structures and 
mechanisms, objectively, that are linked to construction of knowledge, development and learning in the 
prescribed settings (Fletcher, 2017). 
Continuing with the discussion of my approach on this research, it is important to indicate that although 
this research considerers subjectivity of experiences in UIC but it does not mean that the actors have the 
‘full control’ over it and there are no elements of similarities around learning and development among 
individuals, in this case academics from higher education. Darlaston-Jones (2007, p. 20) describes this 
notion by explaining that the ‘reality’ is true for individuals, but they cannot alter it. This stance brings 
this study on the middle of the continuum of subjectivist/objectivist. This research study is stemmed 
into the idea of social constructionism that is subjective to individuals but also with essential ‘sameness’ 
(Ashworth, 2003), that allows analyzing the concepts objectively as well. The critical realism philosophy 
does allow the flexibility of using various methods, and it does not limit the researcher on one, however 
at the same time it enables to look at the world objectively as well as socially (Fletcher, 2017).  
This research values knowledge as ‘social construction of reality’ where the knowledge is considered 
legitimate because of rigorous engagement of academics in creating knowledge. The aim is to construct 
knowledge while understanding participants’ perspective. Although, knowledge created in this way may 
be considered subjective and contextual and hence its validity can be questioned. However, in this 
research participants from various backgrounds and different parts of the world were invited to 
capitalize on their reflections as well as independence/ inability to change it. Moreover, analysis of 
various policy documents has also enhanced the validity and reliability of the findings. The study 
incorporates participants that have experienced a variety of possibilities around the social phenomena 
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under study i.e, KE and PD. This epistemological position has expanded the meaning making and 
knowledge construction ability and hence does not limit the scope to a case study approach. 
The attention to participants’ perspectives as ‘knowledgeable agents’ brings this research closer to 
interpretive/constructivist paradigm (Girod-Séville& Perret, 2001, p.14). While collecting data, I closely 
interacted with academics to establish an in-depth insight into their understanding of the value of KE-
activity and in what ways it has developed and informed their professional practices as academics. 
Although these two paradigms are contrasting, McNeil (2005) suggests perceiving them as two ends of 
the continuum rather than two irrelevant categories. Such approach is suitable to explain the trade-offs 
that I as a researcher must do between different areas of research activity, such as in-depth insight and 
representation of a particular group (academics in this case). Although generalizability can be a concern 
for any interview-based qualitative study, however, such studies are important for a better and in-depth 
understanding of learning and development in the settings of an emerging and relatively new social 
phenomenon, so that the phenomenon can be further enhanced, to later influence larger groups of 
academics in higher education.  
Driven by the research question and my epistemological position, the study follows an overall qualitative 
approach. Although social sciences have been commendably progressed using quantitative studies, the 
qualitative studies are also very relevant as they allow for in-depth reflection, a thorough synthesis of 
the ‘socially constructed’ phenomenon and ‘social scientific theorizing’ of people experiences (Gehman 
et al., 2018; Keegan, 2009).  
4.4 The Design 
4.4.1 From Philosophy to Research Design 
The epistemological and ontological position provides a scaffolding to build research design. The whole 
research is driven by the research question (Girod-Séville, M & Perret, 2001, p.13), which is to inquire 
about the type of knowledge exchange experiences, the participants had, what value it added to inform 
their academic professional practices, and how it helped them shape their approach to academic 
responsibilities. The research question has also directed my approach, methodology and analysis. Like 
many other social science studies, the design for this research had been more of an interactive and 
flexible model rather than a fixed and sequential one; it had been “a reflexive process operating through 
every stage of a project” (Hammersley & Atkinson, 1995, p. 24). Although the study had a definite design 
structure since the beginning, it went through an ongoing process of review and assessment of its 
components for coherence and achievement of set goals in the given context (Maxwell, 2012, p.3; 
Maxwell & Loomis, 2002). The following sections describe the “integrated and interacting whole” 




Figure 6: The Model of Research Design Source: (Maxwell, 2012, p. 5) 
 
4.4.2 Sampling Criteria and Sampling Procedure 
The research question targets a population of HE academics who are also involved in KE activities. The 
participants are asked to reflect on their experience and provide data for this research. The 
academics/participants for this research are targeted irrespective of their institution or discipline and 
irrespective of the type of KE activity they engage in. The study applies a purposeful criterion sampling 
(Suri, 2011, p.69) to choose the participants. The participants were selected following the criteria given 
below. An academic is selected for interview if he/she: 
• has been directly engaged in activities requiring interaction with relevant industry along with 
his/her regular teaching and learning responsibilities. 
• has a minimum of 5 years of teaching experience in higher education. 
• is currently working in one of the geographical locations of Bahrain or United Kingdom 
• the participant may or may not have the responsibilities of managing a team/department. 
The search for participant started with reviewing the profiles of experts in the field; for example 
academics who presented at University-Industry conference (University-Industry Interaction Conference 
2018 by United..., 2018) and also meet the criteria mentioned above. Another example is approaching 
members of The National Centre for Universities and Business (NCUB | National Centre for Universities 
& Business, 2013), those who responded within the time frame, were then requested for interviews. 
Some of them provided references to other academics in the field. Moreover, academics from my own 
institution were also requested to participate. Since the study is not related to a particular case, 
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criterion sampling was the guiding principle on selecting the participant for the interview. For Bahrain, 
participants were identified, based on the information available on the local institutions’ websites.  
Although the term ‘sampling’ is usually attached to the quantitative studies representing how a set of 
participants represents the whole population. In the qualitative study, however, the ‘purposive 
sampling’ (Plays, 2008; Corbin & Strauss, 2014) is also applied, where the participants or settings are 
marked to identify sample entities. The research that follow the inductive logic to grounded theory, such 
as this one, often deploys such sampling that Patton describes as a typology for purposeful sampling 
(2002, 2014). The application of purposive sampling, conducting semi-structured interviews and content 
analysis is more like a research design routine often found in studies that relates to collecting experts/ 
academics perspectives on organizational functions such as professional development, sustainability 
(Khomiran et al., 2006 ; Komba & Nkumbi, 2008; Cebrián et al., 2015) and hence followed in this 
research as well. Since this study analyzed the professional development of an individual while 
immersed in a/many KE contexts, it is the study of context, individual’s learning and the link between 
the two. It would have not been appropriate to use survey or close-ended questions. A carefully crafted 
series of reflective questions were developed that are discussed later in the chapter.  
4.4.3 Participants 
The participants of this study are the academics from higher education and are selected on a 
predetermined criterion (Patton, 2002, p. 238); they have the experience of more than five years in 
teaching and learning and performing other academic roles requiring interaction with relevant industry, 
such as supervising collaborative research projects and other KE activities (Knowledge Exchange 
Framework Consultation, 2019, p. 8). They have been in contact with field specific industry and actively 
engaged in KE activities such as supervising on various projects that are linked to relevant field industry, 
consultancy, collaborative research, following KE framework along with performing teaching and 
learning for more than five years [Table 6 and 7]. They are actively engaged in academic practices that 
are particularly linked to knowledge exchange between industry and universities along with experience 
in direct face-to-face teaching.  
Table 6: The Participants Category Brief 
Category Description Number 
Academics The academics who are engaged in teaching and KE 
activities simultaneously or iteratively. Have been in 
the profession for more than 5 years, however do not 
have the responsibility of managing a team or a 
department. 
7 participants that are 
involved in both KE and 





The academic managers who approve the design of 
KE activities and academics’ allocation on industry 
projects.  
Who directly or indirectly contribute to policy on 
professional development and/or Knowledge 
Exchange 
13 participants that are 
academics with above 
description along with the 
management roles and 
responsibilities, at various 
levels. 
The study participants are divided in two major categories: academics and academic leadership [Table 
6]. The academics are the participants directly and actively involved in academic practices:  teaching and 
learning and research, along with knowledge exchange activities. Whereas academic leadership 
participants are those who also have the decision-making responsibilities for a team or department and 
plan, organize, lead or control activities for the department and/or team. A few examples of such 
responsibilities include, academics’ workload management, managing professional development, 
recommending for policy change, and performance review responsibilities. There are two main purposes 
of including academics with leadership roles, firstly that their experience of managing their department 
and/or team members would provide a rather rich account, incorporating perspectives of other 
academics as well. Secondly, these participants would also provide a policy-perspective on participation 
in KE activities and effectiveness of PD. They are the line managers such as head of departments and/or 
heads of faculties, who play a key role in top-down and bottom-up decision making. 
Considering the contextual settings of the research, the participants have worked in Bahrain and/or in 
United Kingdom higher education systems. However, some experts on the topic have the experience of 
additional geographical locations as well. The academics from various disciplines and from various 
institutions were approached to allow richness of perspectives and affirmation on the relationship 
between KE and PD. The participants, as mentioned above, were purposefully selected to demonstrate 
the diversity in adoption of knowledge-exchange activities in terms of disciplines, locations and 
public/private dichotomy. Table-6 presents the details of the participants, indicating their years of 
experience, country of origin, country of placement and responsibility level. They are given a unique 
identifier/ID which is used in the later chapters to include their perspective and respecting the 
confidentiality of their names and institutional identities.  























































































































4.4.4 Justification for the sample size 
One of the key agendas, while planning a qualitative study of this nature is to decide an appropriate 
sample size and determining when the data collected is good enough. Although qualitative studies are 
carried out by studying ‘a few individuals or a few cases (Crosswell, 2011, p. 209), nevertheless, a careful 
consideration was given to collecting enough and appropriate volume of data. The main benchmark in 
this regard, was the point of ‘data saturation’ and ‘data sufficiency’ (Suri, 2011, p.72). The interviews 
were conducted to ensure that the amount of data, at hand, had now started seeing the repetition and 
iteration in terms of findings and analytics. It required a continuous parallel analysis of interview data, as 
and when conducted. The caution of ‘data overload’ was also prevalent, to avoid the potential 
‘information overload’, the duration of the interview, number of interviews per day where tracked 
throughout.  
Although there are justifications that can be found across the literature on the qualitative research, the 
actual signal comes from researcher’s own iterative analysis of the richness and amount of data 
available.  Ritchie et al. (2003) suggests that increasing the sample size in qualitative studies can cause 
‘diminishing returns’ and hence hamper the process and quality of the analysis with the risk of biasness 
on a particular theme.  Guest et al. (2006) suggests, that data saturation is more likely to occur around 
twelve interviews or so with a very little visibility of new variants.  Another consideration on qualitative 
studies with phenomenological approach could be that the data has allowed to synthesize the all the 
main factors/drivers that the study has aimed for, which according to Gonzalez (2009) occurs around the 
sample size of twenty. With semi-structured interviews of twenty participants, the consideration for this 
research was on avoiding ‘diminishing returns’ (DiCicco-Bloom and Crabtree, 2006), arriving ‘data 
saturation’ and ‘data sufficiency’ point. Nevertheless, it is common to see a sample size between twelve 
to twenty-five for research in similar topics for instance, Jaramillo-Baquerizo et al. (2019), investigated 
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4.5 The Choice of Semi structured Interviews 
The semi-structured interviews are regarded as one of the significant methods for such qualitative 
studies (Gioia, Corley and Hamilton, 2012, p.17). For which, designing a fit-for-purpose, valid and reliable 
interview instrument is equally crucial. To begin with, it is important to ensure that the interview 
questions remain relevant to the research question, but at the same time, do not have all the theoretical 
terminologies to somewhat forcing the participants to use them. Moreover, the interview guide 
questions are modified during the data collection process (Glaser & Strauss, 1967) as well. 
The interview guide included questions that were same for all participants, however, with the flexibility 
of semi-structured interviews, a few more questions were asked depending on participants’ length of 
experience, present role and/or depth of the response. Semi-structured interviews allowed the flexibility 
to sometime ask follow-up questions, as needed and also to allow the participants to share some 
information that is not asked directly but can provide an insight into their professional practice and 
learning. Although the interviews were designed in the semi-structured format, they were in a very 
‘active’ form as defined by Holstein and Gabrium (2016). 
In order to remain focused on the linkage between knowledge exchange and academics’ professional 
development, alongside attention to using participants’ terminologies, I consciously designed questions 
to inquire about the professional practices of academics such as teaching, course, assessment and 
programme development, rather than posing questions such as “Do you agree that there is a link 
between PD and KE…”.  On the other hand, in order to stay closer to the terminologies that academics, 
involved in such activities often use,  and to avoid deviation from the main research question, I collected 
‘outsider perspective’ (Gioia, Corley and Hamilton, 2012, p.19) to ensure the relevance of the interview 
questions to the research question yet providing the flexibility to record participants’ thoughts. It is 
further explained in developing the interview guide section. 
4.6 Developing the Interview Guide 
The interview guide or interview protocol was developed using a careful approach that allowed for 
validation and relevance to existing knowledge on the topic as well as further in-depth data collection 
(Clark et al., 2010, p. 437). The instrument for the interviews was developed by applying a rigorous three 
step validation process. 
4.6.1 Step 1: Instrument development  
The first version of the instrument was developed by deducting ideas from the literature review that 
were funneled through the research question and objectives. The researcher’s own academic practice in 
higher education was also helpful in this regard, as it allowed for an analytical yet empathetic insight 
into the language and terminologies used among academics to describe various academic professional 
practices, for example, course development, assessment design, authentic assessments etc. The first 
version was reviewed by the thesis supervisors and comprehensive feedback was provided that allowed 
for reviewing the questionnaire and transition to the second stage of the instrument development. 
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4.6.2 Step 2: Mapping with HEA framework 
As the interview guide for this research was newly developed, it required a review for validity. The 
instrument that was initially built on the literature review around professional development and 
knowledge exchange was now placed on the professional development framework for better screening. 
The HEA-framework for professional practice was used as a mapping-score card to priorities the 
research question themes/areas and their relevance to both domains i.e, professional development and 
knowledge exchange, in parallel. The questions were edited to incorporate the outcome of mapping 
ensuring content and face validity of the instrument.  
4.6.3 Step 3- Validity and reliability check- external review of the instrument 
In the third stage of instrument development, three validators were consulted. The validators were the 
academics (teachers and academic mangers) from the marketing, finance and management, 
qualifications. The aim was to evaluate the instrument appropriateness, contextualization and fitness for 
purpose. These reviewers have more than 7 years of teaching experience as well as interaction with the 
industry in designing Knowledge Exchange activities in similar settings. 
Table 8: Validation Experts 
Reviewer  Description Country of Origin 
Reviewer 1 Academic Programme Manager-Marketing 
Lecturer of Digital marketing  
Industry Projects supervisor 
Ireland working in Bahrain 
Reviewer 2 Ex. Academic Programme Manager-Management 
Ex. Manager: Continuing Education 
Industry Projects Supervisor 
Lecturer of Strategic Management  
HEA-senior Fellow 
New Zealand working in Bahrain  
Reviewer 3 Programme Manger Industry Liaison 
Lecturer of Financial Analysis 




4.7 Conducting Pilot Interviews  
Interviews were conducted with three reviewers to pilot test the instrument. It allowed the researcher 
to refine the questions and established a manageable pace and order. The participants were asked for a 
feedback on the experience of interaction, right after the interview. This helped in avoiding researcher’s 
biases and researcher’s error. To enhance the validity of the instrument, the pilot interviews were done 
with academics from other schools and teaching on other qualifications. For the pilot and validation 
phase, the participants were selected from the same institute that provided a same frame of reference 
for the pilot testing, however, since they are from different countries and had the teaching experience 
from various countries, the feedback allowed for diversity of opinions that helped enhancing the validity 
of the instrument. Apart from audio data, the research incorporates the analysis of reports and 
documents that are relevant to the topic. These reports and documents include progress reports on 
Knowledge Exchange, accounts of Professional practice and Policy reviews that were recommended by 
the participants of the research. The documents were analyzed as part of the overall thematic analysis.   
4.8 Data Collection Processes 
The data collection process, for this interpretive grounded theory is explained in the following steps 
(Clark et al., 2010, p.437). The potential participants were contacted via emails, in-person 
communication and Linked In. The potential participants were given the choice of in-person or Skype 
interview. On the acceptance of invitation, a comprehensive email was sent to elaborate the purpose of 
the study, introduction to conceptual framework and the set of questions. They all were placed in a 
document called ‘interview guide’. However, the emails/ LinkedIn messages varied in the length 
depending on the participants’ inquiries. All participants, except for one, showed their consent in audio 
recording the entire interview, for whom written response was recorded. The summary of their talk was 
also shared with them, wherever requested. The interviews were face-to-face and one-to-one. However, 
some of them were conducted on skype where it was not possible to meet them in person. The 
interviews were carried out following good practices (Anderson, 2009); (Bryman and Bell, 2011); and 
(Jepsen and Rodwell, 2008). 
4.9 Developing Data Structure and Data Analysis  
4.9.1 The analysis strategy chosen 
The large amount of data in qualitative studies is overwhelming sometimes (Cohen et al., 2011) and the 
fluid and flexible research design of qualitative studies can be sometime challenging to manage 
(Bryman, 2012). This study has applied an overarching thematic analysis that enabled making sense of 
data and deriving complex links. The data analysis was carried out by first developing codes and then 
themes followed by identifying the links between them (Rapley, 2011; Cebrián et al., 2015). The other 
analysis approach that I considered was ‘comparative logic’ (Eisenhardt, 1989) that allows theory 
building and testing based on variance and relationships. However, it was not found appropriate for the 
given study as the data is about reporting individuals’ personal accounts of reflections and practice 
rather than quantitative measures and facts. Another reason for choosing the inductive analysis was its 
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very nature of structuring data to identify themes and dimensions rather than building models on 
measures and constructs of comparative cases.  
4.9.2 Data minimization, coding, and distillation 
The data, for this research, was exported and coded in the qualitative data analysis software NVIVO 12 
(Clark et al., 2010, p.407). The NVIVO software allowed for a more organized approach to data analysis 
(Soliman & Khan, 2004, p.7), comprehensive data management and visibility. It also enabled data 
visualization and developing framework. The analysis was carried out following the guideline provided in 
the software package and in the light of Gioia’s approach to grounded theory known as inductive logic 
(Gehman et al., 2018, p.3).  
 
Figure 7: The circle graph before categorization  
Beginning with the key research question, the ‘qualitative data analysis by coding’ (Strauss and Corbin, 
1998) was adapted; a coding strategy was developed (Braun and Clarke, 2006) to minimize data, using 
qualitative-interpretive (Yanow, 2007, p.407) method. The data was first coded following open coding 
(Bryman and Bell, 2015); (Strauss and Corbin, 1998).  These participant centric nodes were then ordered 
into concepts followed by identifying themes and finally identifying the dimensions (Corley & Gioia, 
2004; Braun and Clarke, 2006; Van Maanen, 1979). The circle graph [Figure 7] shows hundred most 
frequently appeared words, which evidenced the need for a more sophisticated data minimization 
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strategy. Following Bryman and Bell (2015) and Strauss and Corbin (1998) data was minimized into 
categories and themes. The synthesis in the form of second order themes and dimensions, provides a 
researcher’s centric view of data; Figure 8 indicates an example of such data minimization that was 
adapted for this study.   
 There were approximately sixty-five, first order categories that emerged from the data which were then 
coded into 2nd order themes; which later, in the light of research goals and question, distilled into 
dimensions (Gioia, Corley and Hamilton, 2012), [Figure 9] and [Figure:10].  
 
 
Figure 8: A Sample Data structure (Gioia, Corley and Hamilton, 2012, p.21) 
4.9.3 Making Connections 
Following the ‘systematic approach to inquiry’ (Charamz, 2017), this research is relying on grounded 
theory for systemization of thinking (Morgan, 2015) and applies Gioia’s inductive logic to do so.  
Once the data was organized and data structure was emerging, the graphical representation (boxes and 
arrows) of the concepts was developed, fully incorporating insights provided by the participants and 
hence completing the loop of inductive reasoning by developing the relevant model. This model chases 
not only the “deep structure” of the concepts as Chomsky (1965) so famously put it but also the “deep 
processes” (Gioia, Price, Hamilton, & Thomas, 2010) in their interrelationships. The study proposes a 
model of six dimensions of fit, at individual and institutional level, that are needed to enhance 
academics’ participation in KE, further details are given in findings and discussion chapter. 
Following Charmaz’s definition, this study can be argued applying a relatively ‘new’ perspective of PD to 
the KE-function, rather than only applying a pre-approved theory. An ‘inductive, comparative, iterative 
and interactive’ (Charmaz, 2007, 2017) approach was adapted to deal with data and transition between 
data, analysis and interpretations. Charmaz explains the logic behind, by saying that it is based on 
continuous comparisons and coming back and forth from data to codes and to the concepts. She also 
emphases the importance of the grounded theory for data analysis and advocates it as an organized yet 




4.10 Journey from Data to Analysis 
This research, like many other, involves cycles of inductive and deductive reasoning (O’Leary, 2007, p.2). 
My journey from data to theory has been through following the inductive logic as an ‘interpretive 
grounded theory approach’ (Clark et al., 2010, p.397). The focus has been on the in-depth analysis of the 
informants/ knowledgeable agents’ (Gioia, Corley and Hamilton, 2012, p.17) understating and reflection 
of their experiences while interacting with industry and learning in the processes. As the research 
investigates professional development and KE, it was logical to find how and what those human beings 
have been through during the process of transformation which makes this project more inductive. So, 
once the data was collected the process of data minimization, coding and analysis began. 
The analysis phase had been largely inductive where codes to concepts and then to themes are 
connected (Glaser & Strauss, 2017). Such analytical inductive approach is considered credible for 
qualitative research, particularly for university-industry collaborative context (Darabi, 2016). Following 
Gioia, Corley and Hamilton‘s assumption that the participants of the research are the source of 
knowledge; actually makes the researcher more of a ‘reporter’ than an analyst, at this stage. The 
researcher do not allow his/her own understandings to intervene in documenting the experiences of the 
knowledgeable agents. This nevertheless, does not limit the researcher’s role to a merely being a 
reporter, Gioia presents another assumption that the researcher him/herself are knowledgeable agents 
too and they perform the responsibility of analyzing data to highlight concepts by systemically 
evidencing informants’ experiences on scientific criterion (p.17). Such inductive approach to grounded 
theory is not new or unique to this study, Johnson (1998) claimed that the interpretive research 
methodological approach embodies analytic induction, the principles of which focus on the generation 
of theory from the observation of the empirical world of the participants. Thus, it facilitates the given 
research project by developing a practice-based theory or model concerning the academics’ professional 
development and establishing another perspective on knowledge exchange between the two sectors, 
industry and higher education (Darabi & Clark, 2012). 
This research, like many other social and educational research work, acknowledges freedom for 
individuals and groups to sustain their perspectives. The development of the research design and data 
collection instrument was informed by in-depth literature review and key underpinning concepts that 
were deducted from the existing theory. In parallel to this some unexpected findings, that Charmaz 
(2017) calls ‘surprising findings’ were linked back, abductively, to the existing theories. The outcome of 
the research is based on Gioia’s systemic approach to grounded theory articulation (Gioia, Corley and 
Hamilton, 2012).  
4.10 Validity, Reliability and Generalizability concerns 
Due to the qualitative nature of the research, the topic of validity and reliability is addressed throughout 
the data collection planning, execution and reporting phases. I started off with the very basic question of 
how I know that the research design will bring comparable results if repeated in other settings, 
reliability, and if this is the right data to achieve the set research goals, validity.  
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The topic of validity, in qualitative researches, deals data as accounts of experience rather than 
objective data. So, for this research, I developed questions in a way to ensure ‘descriptive validity’ 
(Maxwell, 1992) that is to make sure that respondent did not missed and/or added any information that 
did not happen. Although it is hard to phase it out totally, as the interview might have taken place after 
some time when it is very much possible that respondent did not remember each and everything. Since 
the respondents were actively engaged in the learning, it can be argued that they would remember at 
least what they learned and how they learned. Another validity concern was the ‘interpretive validity’ 
(Maxwell, 1992) that includes the possibilities of respondents’ inability in expressing their sense of 
autonomy, achievement and success in words. To confirm to this, I first reviewed the profile of the 
respondents to be conscious of issues such as their language ability, I used simple and easy words in the 
interview questions and repeated the questions in simpler form, if I had to. I included some opening 
questions that helped me know their ability and willingness to express their feelings and thoughts. The 
third validity issue, I focused was the theoretical validity or often known as content validity (Brod et al., 
2009) . It refers to the confidence in the participants’ account or experience as the true explanation for 
the model, I was aiming to propose. To care for content validity, I carefully crafted the questions on the 
HEA-fellowship framework of academic practice. The questions were reflective questions with clear 
identification of the opportunities to allow participants including content related yet in-depth answers. 
The questions were then executed through a ‘validity check’ or a pilot test run, that is explained in the 
section 4.6. Moreover, the semi-structured interviews allow the flexibility of asking follow-up questions 
to ask for further explanations (Maxwell, 1992).  
The issue of reliability in qualitative research, is dealt with a little flexibility as it is difficult to reproduce 
same findings on a social phenomenon even if conducted with the same participants, the second time. 
Having said that, a reliable research design would not give entirely opposite results, if repeated in 
another similar contexts (Carcary, 2009). For this research, reliability was enhanced by systemically 
analyzing the data, as explained in the section 4.9 and 4.10, and also by pacing my interview questions in 
a way to provide ample opportunities for detailed discussion of participants experiences (Lewis and 
Ritchie, 2003).   
Another common concern on the quality of qualitative research is on its generalizability, i.e., how 
confident are we that the inferences of this research represent wider or entire population of that group? 
The decision of ‘purposeful sampling’, as explained above, rather than random sampling allows for 
representation from various groups for internal and external generalizability Maxwell (1992, p.293), 
hence participants selection was done on a criteria that is explained above. For external generalizability, 
I selected participants from different schools and or subject fields who have taken part in KE activity 
such as from Engineering, web Media, marketing etc. Moreover, as the participants are from different 
levels of interaction and autonomy (academic in direct contact, managers/leadership, experts) it 
provided different angle on the phenomenon and hence affirmed internal generalizability (Fielding and 
Fielding, 1986). The respondents are from two physical locations, that is UK and Bahrain, however, they 
have the experience of working in different places and are from 8 various nationalities. As this research 
is not categorically follows objectivism paradigm, the validity criteria for the results of this study will be 
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credibility, transferability, dependability and confirmability (Shenton, 2004) that I have used to rule out 
any biases and validity issues. For example, to avoid biases that could have risen because of my personal 
interests and motives that could have implications on validity, I would like to mention that I have not 
taken part in any KE-activity for past three years that had allowed me to keep my experience silent and 
rely on current responses. The ‘ key informant bias  (Pelto & Pelto, 1975, p.7) that can potentially occur 
in the qualitative studies, it occurs if the researcher based a large amount of the analysis on the 
information provided by a few members. In order to account for this bias, participants were selected 
from various disciplines, and institutions with a very different type of KE experience and very different 
approach to professional development. Moreover, the complete interviews rather than chunks were 
incorporated in the analysis that allowed for rigorous analysis and capturing a complete picture.  
The data collection was spread over the period of four months and no more than two interviews were 
planned per day. It allowed for dissemination of information and continuous reflection on both data and 
data collection process. It was made sure that the interviews were carried out at a place where the 
participant feel comfortable. If the participant was in a shared office, a separate venue or time was 
arranged as needed.    
4.11 Ethics 
The application of a robust and rigorous ethics structure is mandatory to demonstrate adherence to the 
University of Bath, code of good practice in research integrity (University of Bath, 2017). It is pillared on 
the principles of “honesty, rigor, transparency and the care and respect of all participants” (University of 
Bath, n.d) and guides researchers to follow the path of inquiry with mindfulness towards the 
institutions, participants and researcher’s own image and dignity. The principles are broadly about 
adherence to protocols, transparency and unbiased approach in all aspects of research process. The 
pioneering nine ethical principles in the codes (Bell and Bryman, 2007) provided me the framework and 
a reviewing lens in collecting, reporting and analyzing data. As per British Education Research 
Association (BERA), the studies that are related to education, such as this one, are broadly considered 
non-risky and non-problematic if researchers take the responsibility of active and iterative assessment 
of situations and contexts while making decisions throughout the research project (2018, p.2). 
The ethical consideration for any management and business study are largely about being conscious of 
direct and indirect stakeholders’ position in the form of using their information, reputation, values and 
time. Overall, the institutes of higher education share a similar philosophy and principles when it comes 
to conducting and reporting research ethically. The research fully accounted for the respect for the 
participants, their institutions, the organizational and experiential knowledge shared and the academic 
freedom. Ethic of respect for the participants was exhibited through seeking their informed consent to 
take part in the interviews and in the research overall. In this regard, an email crafted with a consent 
form for the direct participants. The participants of this research are the academics, academic managers 
and leaders who are directly associated with professional development and/or knowledge exchange 
activities, the email and consent form were tweaked to suit the participant’s role and position. However, 
the participation had been on the voluntary basis, in all cases (Denzin & Lincon, 2011). Following (BERA, 
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2018), the background and purpose of the research was first briefed in an informal meeting, wherever 
possible, followed by an email to request consent that had the attached document explaining the 
purpose of the research and the scope and plan of semi-structured interviews. It also had the statement 
assuring confidentiality and anonymity of the identities. The participants were clearly informed that they 
can choose to withdraw at any time. Considering the right of anonymity of the participants, the findings 
and analysis is presented by only mentioning their respective position or their job role in the 
organization. The interviewees and the institutions are not named. Moreover, while conducting the 
interview, if the interviewee has himself/herself said the name of the company, it is not reported 
anywhere in the findings. A very limited amount of personal data is collected; however, it is used in 
analysis only with the permission of the participant.  
As an academic working in the same country, similar context, and somewhat similar job design, it is 
important to acknowledge the possibility of conflict of interest and affiliation bias (Bell and Bryman, 
2007) and how these were accounted for. The participants chosen were from a different field/ degree 
programme that allowed to cover for any potential bias. The researcher had a good rapport with some 
of the participants and with some no prior acquaintance. All interviewees were given the information in 
the same flow and were treated in a similar manner, however, for some interviews venue was organized 
by the researcher and for other researcher visited the places. Some interviews were also done through 
Skype.  
To protect indirect stakeholders such as universities and companies/industry, they are mentioned with 
anonymous names, that too, if needed.  The other ethical issue was about referring to company names 
in the research who may not be aware of it. In this regard, it was ensured that the company and 
institution names are not included in the data representation that are mentioned by the participants. 








Chapter 5: Findings 
5.1 Introduction 
The chapter illustrates the findings of the research. The findings are presented, analyzed and then 
discussed in relation to the objectives of the study. The chapter is organized in three main sections, the 
first section captures the findings on the significance of professional development (PD) from academics’ 
perspective and the areas for improvising its delivery. The second section critically analyses findings on 
the integration of knowledge exchange (KE), elaborating on how academics perceive KE in relation to 
performing their role; the third section synthesizes the link between KE and PD, emphasizing on the 
‘dimensions of fit’ for academics’ participation in knowledge exchange. The participants are referenced 
with their IDs as identified in chapter 4. 
5.2. Perspectives on Professional Development (PD) 
The participants emphasized on a sheer need of PD throughout their career and the value of PD in 
enhancing their professional practice and activities. There are a range of interpretations emerged in 
data related to participants’ understanding on the importance of PD in performing their academic role, 
such as regarding teaching and learning and research, some are mentioned below.  
5.2.1: PD to link industry needs to curriculum developemnt 
The participants identified PD as a source to learn and align their curriculum to the relevant industry 
practices, keeping their subject specific knowledge up to date and improving their academic practice. P-
4 mentioned:  
 
PD was always welcomed but now it is a must for academics. Twenty years before, we would 
develop a course and we would know that it can run in the same way for the next ten to fifteen 
years. But now, every semester we have to change the courses to incorporate changes in the 
technology and in the subject field to make sure that they are delivering courses according to the 
market needs. 
 
At many other places PD was identified as a function to facilitate learning about latest developments in 
the subject field, in understanding students and industry needs and learning about latest pedagogical 
tools, P-11 mentioned,  
In terms of professional development, for me It's developing or keeping on top of my subject specialism, 
which is really financial reporting and auditing……... So the way I develop myself in that area is to make 
sure that I understand the latest financial reporting standards, I understand the latest auditing 
standards, be involved in the discussions that's going on in those areas. In terms of the educational 
academic side, I got to make sure that I am aware of what's happening in higher education across the 
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globe that I'm aware of the current discussion of issues relating to pedagogy, delivery of courses, dealing 
with students and development of employability skills and all these things that we need in developing 
young people.  
 
The participants mentioned that the knowledge about industry’s present and future needs, knowledge 
about their problems and issues can help them shape their courses and design programmes. Although 
there was often the mentioning of various areas related to subject disciplines and the requirements 
being different for various disciplines, the notion of lack of in-depth knowledge about industry, real life 
case studies, practical problems was iterated in a similar fashion along with the idea that HEIs should 
provide opportunities to obtain that first-hand knowledge. As one of the participants mentioned, “…But 
maybe more importantly for us [being an institute of applied education], where we are particularly 
focused on applied education, we need to be able to use the same technologies that are used in the 
industry”. 
5.2.2 PD to learn the labor market needs 
The participants highlighted the lack of knowledge about talent needs in the industry and regarded their 
lack of understanding as one of the reasons for youth unemployment. The academics believed that the 
academic community is not fully aware of the subject specific competencies that industry would require 
in future. The situation is found more crucial for the academics who had been into pure research, 
throughout their career and/or have no experience of working in the main stream relevant industry or 
with industry as consultants that could allow them to have a deeper understanding of the relevant and 
future industry needs. P-7 mentioned: 
the challenges we face as the huge skills gap in the region, is not a surprise. We are asking 
people who have never worked in the industry, private sector or indeed have any real-world 
experience, to deliver an education that is in minds of these employers…….CPD is a broken 
system and it needs a complete overhaul. 
There is a shared strong realization of growing academics’ responsibility in preparing workforce for the 
future and the question was raised on the quality of PD function in preparing academics for such 
responsibility. With the changing context for HE and industries; artificial intelligence and automation 
penetrating into our systems, the academics acknowledged that their responsibility, is evolving, to 
prepare the future and existing workforce by inculcating enquiry, learning and creativity. There is a 
realization that academics need to incorporate more practical side of subject areas along with 
theoretical knowledge, as P-2 mentioned, “if you are teaching analytics, not knowing what current best 
practices and the tools that people are using. Then you're missing the point”. Parallel to this realization, 
academics also show a great concern on their own and their team’s readiness to fulfill such labour 
market needs. Another participant mentioned, “Global skill gap issues are one of the indicators of the 
disconnect between industry and academia”. [P-4] 




A range of formal and controlled PD activities were highlighted by academics, as useful, especially at the 
time of the beginning of their teaching career. Those PD interventions include, mentoring, shadowing, 
presenting at conferences, attending taught courses, professional certifications. Participants often 
emphasized on more informal, ongoing, ‘on-the-job’ and ‘through the job’ learning activities and also 
the opportunities where they get to “learn from people who are working now in the industry”, says P-1. 
The participants, however, also identified the need to changing the PD delivery modes and methods. 
The traditional approaches such as controlled, series of classroom type sessions are not always 
considered the best way to provide PD for academics. Even sometimes, the workshop materials and 
contents are considered not carefully designed to meet the expectations of the experienced and mature 
learners. The participants reported a declining value in the formal and controlled training courses as a 
continuous development opportunity. The participants mentioned that they attend such events as an 
obligation rather than for development and learning. They presented a range of reasons such as, PD 
activities offered, are not always related/ customized to their own learning needs and are delivered in a 
‘one size fits all fashion’. 
5.2.4 The need to expand the PD scope 
As much as a common understanding on the significance of the PD function was evident, the lack of 
advancement in the PD function was also apparent. The participants mentioned that the existing limited 
definition of training and development does not suffice the representation of a variety of ways in which 
existing academic workforce, of today, is learning and developing themselves.  
An emphasis was brought on the need to perhaps revisit the ways that institutions scope PD and 
incorporate the various ways in which academics of today continue to develop themselves and enhance 
their professional practice. P-7 said, “There is a very little understanding about how teaching and 
learning is evolving and how subject-matter is moving at such a pace……I think CPD for faculty should be 
overhaul”. Another participant, P-2 mentioned, “My honest view is that the most of it being useless and 
has no bearing on the reality of the job that people are being ask to do”. 
The participants believed that the institutional PD function needs to be revamped to allow incorporating 
the many formal and informal ways in which academics continue to learn and enhance their academic 
practices. The idea of revamping PD was highlighted in relevance to the changing role of academics. It 
was often mentioned that the PD options that are available in the institutions need to be aligned to the 
changing job roles of academics. There has been an understanding of the changing job design of 
academics and an evolving set of considerations for academics to look at while performing their roles 
and responsibilities. For example, P-15 mentioned,  
In academia, now there are many different roles, your role as a teacher, as a researcher and as a 
person who is to look at the impact, so has to interact with industry and with society…to perform 
those roles, PD should be offered according to what your path is in that particular moment”.  
The participants also emphasized on going beyond the primary objective of PD, i.e, enhancing 
practices/pedagogical techniques on teaching and learning; and emphasized on incorporating a holistic 
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approach to PD that includes knowledge exchange and research. It was also illuminated that there is a 
need to incorporate a wider perspective on redefining PD and reviewing its scope to incorporate the 
needs of the changing workplaces and the changing role of academics.  Such as with including guidance 
on diversity, talent agendas, understanding the wider context. Participants often mentioned the 
interaction with industry as a useful on-going PD activity, for example, a participant mentioned, “For me 
research and knowledge exchange partnerships are the most fundamental PD activities that should be 
occurring”. 
5.2.5 The need to make PD more autonomous and customizable. 
The focus was brought on a more autonomous approach to PD, for academics. It is often mentioned that 
the PD activities that are chosen by academics themselves, in light of their self-evaluation, bring greater 
impact on their professional practices rather than the one imposed, “gaps on their own CVs and resumes 
and also noticing, when they arrived and saw our curriculum, they saw that they need to develop…..”, P-
4 said.   
The participants attached a very high value on informal, ongoing and in-person learning within and 
outside the boundaries of HEIs and proposed to focus more on such initiatives for PD. A few examples 
that were mentioned include, learning from peers, approaching alumni to collect their feedback in 
improving existing teaching practices and course content, incorporating cases from existing industry, 
relevant practices and current issues in designing assessments that are authentic and practical.  
5.2.6 Conclusion 
This section concludes the findings on the significance of PD and its delivery. Academics appreciate the 
purpose of PD and value it as a significant function in enabling them to perform their job roles, however, 
a sheer need to revamp the PD function, appeared iteratively, throughout the data analysis. The 
attention is brought on the need to revamp PD function following the changing role of academics in the 
HEIs and overall Knowledge-based economy. The PD is proposed to be more versatile and customizable 
so that academics can participate in self-driven PD opportunities to suit their individual learning and 
knowledge needs, rather than limiting it to what is proposed by the institution’s PD or teaching and 
learning department, enabling them to get the best out of PD activities.  
Participants highlighted various areas that they expect PD to cover and prepare them for their changing 
role and HE of today. A few topics that were found common in the data are, i.e., keeping up with the 
subject knowledge, industry practices and pedagogical trends for the delivery of current and relevant 
courses and programmes. Some participants also included employability, industry skill needs, practical 
knowledge, real-life problems and millennials learning needs.  
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5.3 Perspectives on KE in Relation to Academic Role  
5.3.1 The exchange relation 
There is a common understanding on the benefits of KE for both HEI and industry. Such relationship of 
mutual benefit is advocated at the institutional level as well as at the individual levels. The participants 
clearly regarded KE as a relation of mutual benefits for industry and HEIs and their representatives. 
Another largely common understanding is that academics are doing it for a quite a long time, however 
they may not be given proper acknowledgement for it. P-9 mentioned, there's a fantastic knowledge 
exchange, they just don't realize that they're doing it, knowledge is transferring and exchanging between 
the University and the relevant business and from the business to the university. So, I think that they just 
don't realize it”. The participants highlighted, with various examples, how industry can learn from them 
and how they can learn from the industry. P-4 mentioned, “The academics, who are working on an area, 
for years, have a professional in-depth insight, that industry can capitalize to resolve their existing 
problems, issues and initiate developmental projects for future”. The academics, on the other hand, can 
also obtain more ‘working knowledge’, ‘what works’ perspective, ‘day-to-day’ issues and problems and a 
better understanding of employers’ expectations that can help to shape their professional practices, “KE 
has a lot to offer for the stakeholders, the institutions as well as individuals”, participant commented. 
5.3.2 Enhancing students’ learning experiences 
The data analysis indicates a direct link of participation in KE and enhancing students learning 
experiences. The participants, from Britain and Bahrain, highlighted the significance of their interaction 
with industry and how it informed their teaching practices, curriculum design approaches and hence 
providing an enriched learning experience to students. “…..my interactions with the industry, feed 
directly into my teaching, you know, there's no way I can stand in front of an MBA audience if I didn't 
have those interactions, because they would talk about things, I would have no idea”.(P-9) 
The participants shared various examples of using learning from industry in various in-class activities and 
assessments, some are shared here: 
I use their stories and examples in my classes….sometimes I invite guest speakers to talk about 
how do they do their business and talk about subject-specific relevant areas, then I link it to the 
assessments and ask my students to analyze and evaluate that company’s practice in the light of 
theory A/B. [ P-15]  
When I teach something, I can relate it to a real case, a company who is following that particular idea or 
concept”. says P-11. 
For teaching and course delivery, P-1 mentioned: 
you are not just relying on case studies [from the text] but also personal experiences, sometimes 
there are things in an organization that you are just not going to necessarily read about in books, 
it could be how to get things done and how to build relationships. By bringing personal 
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experiences on the top of theories, you can contextualize it and explain it, rather than imagining 
what it would be like and explaining to students. 
The participants with prior industry experience and current consultancy activities attributed their 
pedagogical approaches to their experience of the field, working with industry on different agendas 
rather than pure academic research. Some participants shared how they interact with industry to 
develop projects for students, that they use to deliver courses adopting Problem-Based Learning 
(Colliver, 2000; Savery & Duffy,1995) pedagogy.  
KE and students learning experiences are emerged as a two-way relation, the data indicated an 
association between interaction with students for teaching and learning and KE.  The participants who 
teach in a problem-based learning environment, indicated various success stories of how their students, 
learned while working on authentic problems from industry and how they provided out-of-the box ideas 
and proposed solutions to the industry in various fields such as marketing, ICT and management. P-19 
mentioned: 
Our students work on a semester long project that is scoped by us in collaboration with a particular 
company. They are given full responsibility for the execution of the project and achievement of goals. We 
advise them, evaluate them and provide feedback at different stages of the project. The students finally 
present their solutions to us and to the company representatives. These experiences always remain with 
them as part of their student-life memory. 
Another participant from marketing mentioned: 
The consultation and resulting plan helps the faculty and its management to identify priorities 
for the next year from a holistic perspective on the major and revisit our role to contribute to the 
institutional mandate. Its largest impact is no doubt on the student learning experience, whereby 
the programme has started building on a strong foundation of applied education and PBL 
principles towards highly collaborative learning experience with industry and societal 
stakeholders with more attention to the learners’ professional identity. [P-16] 
Other participants also mentioned how interaction involving students in KE activities enriches the KE 
processes. Firstly, with the direct engagement of current students and secondly with interaction with ex-
students who are now on various positions in the business world. Participants regraded alumnae as a 
highly valuable resource for formal and informal interaction with industry and provision of in-class and 
outside the class learning experiences. KE is identified as a means of enhancing student learning 
experience, throughout the data analysis, the academics also heighted the impact of their interaction 
with students on KE initiatives. There is an indication of how interaction with millennials and diverse 
students’ groups served as a drive to engage in KE activities. For example, a participant mentioned about 
ideas for sustainability brought in by students, another mentioned about interventions introduced by 
digital marketing students, that was taken onboard by the relevant business.  As a participant 
mentioned, “the reputation of our graduates started to slowly gain momentum in industry, a shift 
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occurred whereby industry became the demanding party, placing us in a far more advantageous position 
to negotiate meaningful projects for our to-be graduates”.  
In many cases, participants mentioned that students themselves actively engaged with industry and 
business world, to bring problems, observations and contextual knowledge to the learning that 
encouraged academics to interact with industry and other professional and government entities.  
The participants shared examples of how KE enabled them to continuously update their own knowledge 
about the trends and the changing skill sets that are needed to operate in the relevant industry. The 
academics design the programmes, courses, assessments and contact sessions keeping those 
expectations in mind. Such exchange about the needs and expectations is carried out in formal and 
informal ways. The formal events include curriculum advisory meetings that are scheduled to 
brainstorm, consult and review the programme scopes and course areas. For example, P-16 mentioned: 
Understanding the destination resulted from consultation with institutional steering committees 
for the business programme, consultation with previous and potential industry partners in the 
capstone course and personal networking in industry. 
Other participants also mentioned about formal consultation with industry such as P-1, P-3, P-6, P-12, P-
17 and P-19. The participants also shared about a range of events when they collaborated with industry 
and conducted discussion forums, guest-speaker talks, work demonstrations for the students to enrich 
their learning experiences. The recurrence and intensity of such KE activities was different for different 
individuals and groups, the participants iterated the need for industry involvement in the designing and 
development of their programmes. As P-7 mentioned, “if graduates are coming out and they [the 
industry] are telling them that forget about everything that you learned now here is what its relay like, 
then it is also telling us that the educational programme was not designed in a way that suits their 
needs”. 
5.3.3 Value-driven research 
The topic of research for impact, research for future challenges and research for sustainability were 
often mentioned indicating the relation between KE and research. “Universities are encouraging their 
researchers to think about impact and therefore as an extension to that to think about knowledge 
exchange”, says P-10. Another participant mentioned, “research is an important tool for KE” 
Academics from both Britain and Bahrain indicated the link between Teaching Excellence Framework 
(TEF), their research interests/ objectives and knowledge exchange. Often the discussion, was also then 
associated with research excellence framework (REF). The TEF, REF and upcoming KEF were referenced 
together while discussing the changing role of academics and universities, explicitly in case of UK 
participants. One example of P-10 mentioning, “there is the teaching excellence framework, research 
excellence framework and the knowledge exchange framework….but the relationships of each of those 
activities then would allow academics to be promoted”. The participants from Bahrain also iterated the 
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link between applied/ industry informed research, institutional research strategy and KE activities. They 
also indicated the interconnectedness of the three academics areas. P-6 mentioned: 
We are looking at some sort of two-way relation with industry, academics can provide novel 
solutions to the industry and industry can provide information about their problems and areas 
for further research to our academics. Interaction with industry not only provide professional 
developemnt but it is also doing my job right!  
KE is regarded as a ‘test-bed’ for testing new perspectives and identifying future research topics. KE is 
regarded as a platform for value driven research for both industry and HEIs, as it allows them to work, 
investigate and solve problems benefitting everyone. KE is considered a validation opportunity as well, 
as it brings theoretical knowledge to life, developing informed perspectives and proposing solutions; as 
P-15 said, 
“interaction with industry inspires my research; my research has always come from industry, 
because that’s how my PhD started. My research always has a route in practice and industry”. P-
2 also emphasized the link between research and interaction with industry by saying, “Well, if 
you work in the business school, if you're not engaged in practice, if your practice doesn't frame 
your notion of research, then, you're digging down your own rabbit hole and not following any 
kind of thing that's really interesting”. 
The academics also realize the legendary expectation from HEIs to be ahead of industry in creating 
knowledge, obviously with their research role. However, with the pace of development in the relevant 
fields, there is a greater understanding on the need for more collaboration to prepare and face present 
and future challenges. P-8 mentioned: 
its fundamental to have that relationship with industry, the world is changing so rapidly, 
innovation happens every day , we do not have a perfect answer for everything, we just have to 
interact with industry to understand what’s the next step and how knowledge can be developed 
together, with them.  
5.3.4 Professional development 
The data represents a range of indicators that echoes the significance of knowledge exchange as a 
learning and developmental intervention. Participants highlighted how participation in KE has enhanced 
their knowledge and skills that impacted their academic practices around, course development, 
teaching, developing assessments, research etc. Almost all participants from Bahrain and UK 
emphasized on interaction with industry as a learning experience. KE is regarded as an enriching 
learning experience for both academics and students. As mentioned by P-10: 
[it’s about] “richer experinces essentially about the life outside the lecture hall,whats going on at 
Rolls Royce, and whats going on at Google and how does that influence…..this sort of learning 
and teaching experince for individual students as well as for individual teachers.  
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An emphasis was placed on development as an outcome of participation in KE and as a mean to prepare 
academics for research and KE. For example, “There's lots of room to be more creative in the way we do 
development and university engagement”, P-19 said. The participants mentioned the learning from 
interaction with industry, developing themselves to perform their professional responsibilities. 
Participant P-9 mentioned: 
for me its central to my teaching, all my older research has always come from industry….if there 
is a puzzle I can’t solve I always go back to the theory…my interaction with industry always 
inspires me…… when I started my leadership position my mentor was from industry……. 
engagement with industry is same as a client engagement in a consultancy relationship. So, you 
know, the same kind of training of how do you engage the client? How do you communicate, 
how do you stay in touch, how do you give feedback? How do you reengage the person so that 
kind of whole client interface issue I think is an important training for senior and younger 
academics. I think also formal training of showing the impact of industry on academic life in 
terms of, you know, just in case studies, research, ideas, teaching, etc is important as well.  
The participants highlighted that KE offers concrete learning experience that enabled them to reflect on 
their research, teaching practices and relevant field of specialization. Participation in KE is regarded a 
developmental opportunity as it enhanced their knowledge (field and contextual), skills (negotiation, 
problem solving and collaboration) and competencies around working in a different environment and 
working with vague descriptions and emerging digitization in various fields. However, all academics are 
not equally comfortable with such a learning environment because of various reasons that can be 
addressed with training and organizing preparatory events for academics that can boost their 
confidence to take part and learn from KE. The later section, dimension of fit, will detail those areas. 
There has also been often the mentioning of the experience of working in the industry (before joining 
the academia or working in parallel) and how that has shaped the academics’ professional practices. As 
mentioned before, academics generally value the ongoing collaborative meet ups over more formal and 
structured conditions. However, the formal interactions are also well regarded as developmental 
opportunities such as online and personal interaction on professional platforms, conducting problem-
driven research, consultancy and other collaborative projects.  
5.3.5 Conclusion: KE in relation to performing academic role and responsibilities. 
In conclusion, the participants advocated on the significance of the knowledge exchange, by highlighting 
it as an important job domain of academics. The participants, irrespective of their positions, academic 
career stage and location of placement iterated the central role of KE in shaping their research, 
curriculum and course development and designing teaching and learning activities. One of the senior 
participants from UK, P-9 mentioned, “if you do not collaborate with industry then what kind of an 
academic are you……knowledge exchange and teaching are so intertwined, that you cannot be called an 
academic if you do not share your knowledge and learn from industry”. Another said, “Academics must 
exchange knowledge with industry to be called academics”. The senior professors and head of 
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departments were found closely relating their teaching practices to the KE practices, sometimes, more 
than the younger participants. However, the significance was attributed to a range of benefits of KE 
activities that are done in both, formal and informal manner. As mentioned in the interviews, 
“Interaction with industry is important to keep the programme relevant and to keep them relevant”; 
participants regarded KE in a variety of ways and represented a range of benefits in relevance to their 







Figure 9: KE in relation to performing academic role and responsibilities. 
5.4 The ‘Dimensions of Fit’ for Enhancing academics’ participation in KE 
5.4.1 The Need 
The above section summarizes the findings relating to changing academics’ job context and how KE is 
perceived central to the various functions performed by academics. Despite high value attached to KE, 
academics’ and institutions’ participation in such activities had not always been as visible and widely 
acknowledged as other activities such as teaching and advising, publications and research; P-10 
mentioned:  
I think you have a very mature way in which we value, we do, deliver and we appreciate 
research, it is quite mature. And universities have been, essentially, places where you can come 
and learn and research and those are the sort of two things that universities are synonymous 
with. I think part of that engagement outside of the ivory tower; the role in having impact, that 
role in terms of knowledge exchange, building partnerships, is still by definition always going to 
be immature relative to the maturation of these two other actors. So straight away. I think this 
[KE] has, in certain parts of the EU, certainly in the UK, certainly other parts of the world has 
come on significantly in a very short period of time. But research and teaching have been going 
on for hundreds of years. 
This section collates the findings on the factors that can be directed towards enhancing academics’ 
participation in KE. These factors are presented here as ‘dimensions of fit’ for academics’ participation in 
KE. The participants highlighted several such factors that resonated in both contexts of British and 
Bahrain. These factors were highlighted as the means to establish an environment that is conducive for 
participation in KE and in the instances of lack of alignment in these can offer challenges for academics’ 
participation in the KE activities. Some of these, are related to academics at their individual level and 
some findings are addressing institutional and policy level factors. However, it is important to note that, 
as per the scope of this study, these considerations are identified from academics’ perspectives only, 
related to their job environment, and are illustrated in this section.  
Inspired by the theory of person-environment fit, explained in the literature review, this research has 
collated these dimensions of fit between academics and HEIs that can encourage active engagement in 
KE. These dimensions are abstracted from the academics’ perspectives on perceived alignment 
(Wilkinson and Johnstone, 2016).  Where outcome is academics’ engagement in KE. The approach of 
presenting  dimensions of fit is not unique to this study only; the topic of ‘fitness for purpose’, ‘person-
environment-fit’ and ‘job-fit’ have often appeared in the literature on management and organizational 





5.4.2 The Design Fit 
Participation in KE activities can be enhanced if it gets a prominent place in the formal descriptions of 
academics’ job design. Participants highlighted the fact that, some academics do not internalize their 
responsibility around KE as maturely as they do for the research and teaching and learning functions.  
Participants argued that some academics take KE more seriously than others; and many academics, do 
not even consider it as part of their role to collaborate inside and outside the institutional walls, and do 
not regard it as a requirement. Along with the perspective on understanding the job roles, participants 
also highlighted the workload perspective of their job design as well. There is an indication of increased 
participation in KE provided it is acknowledged in the workloads. Few quotes in this regard are 
illustrated here, as one of them mentioned, “My workload is all over the place”. Another mentioned, “I 
don't think that academic workload is designed to fit anyone lives properly”; “I am way over my 
workload”. In regards to workload some participants, did mention that their workloads are designed 
with allocated time for collaboration with industry. Some of them regarded it as part of their teaching 
workload. 
 Some participants attributed the extent of industry integration, to the subject field, such as in this 
quote, 
 “Because if you're in science and engineering, you're often working in a way in which your work 
has an immediate industrial application. Yeah. So, straightaway you're in that space. So you've 
got to think in terms of academic disciplines, some academic disciplines feel more comfortable 
doing it, because they can see the application. Some academic disciplines are resistant to it, 
because they don't think that they should be doing it”. 
Another participant mentioned: “I think the biggest thing is to convince the engineers to collaborate with 
other expertise. Although there was often mentioning that some subject fields have industry 
collaboration as a natural component than the others, often same subject fields were identified, by 
some participants, as directly related to industry and by other participants as not so directly related to 
the industry. This perhaps indicates that the subject field / nature of the field is sometime considered as 
a reason to not to collaborate with industry. Nevertheless, none of the participants regarded their 
subject fields as irrelevant or with no application or value in the real world, moreover it is hard to 
imagine so.  
The data also highlighted the personality aspect of individuals in relation to KE, i.e., some academics are 
not very comfortable with the idea of being proactively engaging with the world outside the university 
and sometimes even outside their offices. However, the reasons given were always related to the 
attitudes. For example, the attitude challenge of ‘professorship impression’ and considering themselves 
as the expert, requiring no one to tell them about the subject field, was highlighted by participants from 
various fields. Nevertheless, or themselves being unwilling to engage with the relevant stakeholders. 
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In a nutshell, participants were found of the opinion, that in spite of personal preferences, engagement 
in KE can be increased if it is explicitly indicated as part of job description and workload allocation.  
5.4.3 The HR Fit 
Another angle of institutional direction, impacting academics’ participation in KE, was around the 
indicators used for academics’ promotion and incentives decisions. One participant mentioned, 
 “your scholarship, especially in elite institutions is primarily the driver for promotion and 
rewards…………why don't people engage with how to be a better manager, because their career 
will be more quickly advanced by publishing in the administrative science quarterly as opposed 
to doing ten management training programs…..”.  
Participants mentioned that  clarity on how participant in KE will be acknowledge and valued by 
institutions will increase the participation in KE activities. Another participant mentioned, “the incentives 
provided to academics to go to industry, it's not always part of the normal workflow, they're going to 
work outside of normal working hours, and therefore maybe being paid extra for this”. Data indicates 
academics’ concerns on time, energy and skill investments, and they would want to know how those 
efforts are acknowledged. As one of the participants mentioned, “there are rarely credentials associated 
with industry insight”. The participants, irrespective of their subject field and location, iterated that the 
fit between the expectations and acknowledgements needs to be established and communicated. 
Although “there are a number of UK institutions that now allow their academics to be promoted to 
become a professor ultimately by their work that they did with the industry” [participant quote] as 
‘professor of Practice’, however, a need for a more tangible and clearer link to HR functions, is 
resonated in the data; such as inclusion in the workloads, PD hours, performance review and driving 
decisions on promotions, awards and incentives. This concludes that academics would participate in KE 
if it is an explicit part of their performance review, promotion decisions, Key performance Indicators and 
other HR decisions.  
5.4.4 The Development Fit 
Another reason, appeared in the data, on why academics hesitate to particiapte in KE activities, is 
because they believe that they are not ready to engage with industry. Sometimes because of the ‘fear’ 
to face the industry and look outdated; “there's often a fear or resistance because I've never done it 
before”. P-1 mentioned: 
the initial reaction is fear and resistance, because they just want to lift what they did previously 
and make it work here; in that situation, you really have to show the person the value of it, and 
not just throw them in……but also help them learn and adapt the new setup of course delivery. 
The participants mentioned that some academics who are willing to engage in KE, do not necessarily 
have those skills and competencies that are needed to operate in a slightly different world. They need to 
be provided proper guidance and training. As P-14 mentioned, 
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……the univisristies are required to help those academics build relationships with industry, 
understand the difference in speed, language differences between university and business, you 
are trying to think and encourage academics…... 
A discussion is emerged about the academcis who worked in the academic environment throughout 
their career, they published research work in academic platforms only and interacted with other 
academics. They do not get the exposure to working with external, non-academic professional 
environment and synthesizing issues from various other perspectives and hence need a proper 
orientation and development programme. The cross-cultural orientation of preparing academics is also 
evident in the data. Academics, coming from different cultural background, possess different level of 
social capital, a cultural orientation to the business world of the targeted country and training on 
cultural approaches to socialization can help them to participate more actively in KE activities. There are 
a several areas identified in the analysis, that needs to be addressed with PD function to prepare and 
orient academics on KE and encouraging their participation. These will be discussed in the next section. 
Another aspect related to meeting their developmental needs was around increasing expectations on 
academics part, ambiguity around their role and weak alignment of PD function to the changing job 
expectations. As P-15 mentioned: 
I think it's the problem of managing time, managing student’s expectation, managing many 
courses and managing research so if you do both these type of things and the fact that the 
expectation is always growing in terms of apply for grants, have an impact;  these requires a lot 
of time of course, I think you don't have to do all of that at the same time. Still, it’s very difficult 
to manage so many different requests at the same time and you know, you have to go to the 
conferences. It's a lot. It's all in terms of the time you spend, and the pressure, and the emotional 
element, managing rejection to journal, if students are upset so it all requires time and 
emotional energy. We are not trained on that at all. 
Both in the Britain and Bahrain, participants coming from other countries faced challenges in 
establishing network, they do not enjoy the same social capital as their local counterparts and 
mentioned the need for such learning. The participants mentioned the need for training and 
development opportunities to enable them to collaborate with industry representatives. The areas of 
further development are detailed in the discussion chapter. 
5.4.4 The Governance Fit 
The regime of changing expectations from students was also highlighted by the participants; for 
example, “I have found a weird twist in the last five or six years where if you try and make it practical 
and share the nuance of reality, quite often students don't want that, they want a simple or an essay to 
follow task, which worries me”, says P-14. There is an indication that although academics want to design 
assessments around real life complex and semi-defined situations, they are somewhat limited by the 
attention they are expected to be given to what students want. The students are concerned more about 
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earning credentials than learning, they want to earn a degree and often demand for easy to do, less 
complex assignment rather than problem-based research project that would require dealing with 
ambiguity and creativity. P-2 mentioned, “Students expect to receive easy to follow instructions and 
complete the assignments that help them get good grades and earn the qualification”. Such situations 
are then linked to the need for a clear institutional direction to guide academics in their decision making 
on designing and implementing learning from KE, as another participant mentioned, it is important to 
“keep the curriculum generic enough to allow scope the projects to cater industry expectations and 
students learning outcomes, at the same time”.  The review of many successful examples of industry-
infused course delivery, given by participants, indicates that it would have not been possible without a 
flexible and autonomous governance system established by the institution. 
The topic of support from institutions was echoed in other places as well. P-15 mentioned, “we don't 
have much options, this mainly left to us. We do have a center that can help us develop a relationship, 
but you have to go, you know, with a particular idea, you have to already organize something and then 
they have to develop it”. Attention was brought to establishing a more robust advisory support system, 
at an institution level, that was indicated as needed to help academics in identifying opportunities for 
establishing collaborations in the local and regional industry. Some participants did mention about 
having a curriculum advisory group for different programmes, who is contacted occasionally. However, 
it does not appear to suffice the need, one of the participants mentioned, “……[the skill gap] can only be 
closed by working together on co designing curriculum, teaching, assessments, you know, the 
assessment of young people, the only best way of assessing young person is a real world assessment”.  
The need for clarity on institutional direction along with established systems and procedures for the 
same, was a recurring area of concern. The participants mentioned that they need clarity and they want 
to know more about, the extent to which the institutional leadership wants to involve industry and what 
they want to do about it. The participants, that are on the leadership positions, often compared various 
HEIs on practical actions taken by them. One such examples is, P-7 mentioning: 
So if you look at that picture, over the wall, there, you'll see a picture of some buildings, it's 
actually innovative way in physically placing a university that is surrounded by industry startups 
as a cluster; and that is how high performing institutions work. So it's, about working, co-
creation, co-development, collaboration, you know, students working with employers, employers 
working with the students, academics spending time in industry, industry spending time with 
academia. So, this is very fluid kind of knowledge exchange, that goes on. And it's, you know, it's 
not it's a seamless process. [P-7]  
Another participant from leadership position mentioned, “The HEIs, that are more forward looking, will 
be willing to designate time for academics to work in industry and gain practical experience”. This also 
indicates the provision of institutional support in terms of ‘human and financial’ resources, which was 
indicated elsewhere as, “Obviously, hiring more staff always helps in terms of freeing the current staff to 
develop themselves, but also bringing new experience”. The mentioning of ‘budget’ and institutional 
willingness for initial spending, was also often brought up. HEIs need to position themselves on a 
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continuum of “being an education provider and a consultant”, one participant mentioned. The HEIs have 
the growing expectations on financial sustainability with funding constrains that has brought rising focus 
on earnings from KE.  
HEIs leadership need to establish robust policy framework for KE in the alignment with legendary 
functions of research and teaching. The participants mentioned that the HEIs’ direction, mission, policies 
and procedures directly influence its departments’ planning, spending, improvement and other 
decisions. HEIs are required to continue to review and improve their institutional policies and practices 
for scholarship, performance and conformance, that are the three components of a university 
governance (Carnegie and Tuck, 2010) system. 
5.4.5 The Strategic Fit 
With the core aim of “bringing ideas in and pushing ideas out…… [KE] calls for perpetration and 
receptiveness by both HEIs and industry”, quoted by one participant. As much as KE needs to be 
promoted within HEIs, similar endorsements are needed to help industry understand the benefits of KE. 
Participants mentioned that more awareness should be provided to industry, on the benefits of 
collaboration and time spent. Participation in KE can facilitate the role of the company’s 
training/preparatory department, saving cost and time. The advantage of obtaining the expert opinion 
and consultancy services, should also be reinforced. “The industry needs to internalize KE, it is not 
always easy to find such companies and efforts are needed to build a case for KE to them”. The industry 
ought to be given an investment perspective on KE as how sharing information and collaboration today, 
can help them getting access to the work-ready talent pool in the near future. The challenge of finding 
enthusiastic companies was evident in both locations. Although, UK already have some initiatives such 
as ‘degree apprenticeship’, ‘apprenticeship Levy’ and early career researchers exchange initiatives; 
aiming to encourage industry involvement in KE, It is important to mention that, not many UK 
participants seems to be aware of such projects. It indicates a need for clearer and extensive 
communication between government, industry and HEIs.  
One participant mentioned that, “the industry would not be willing to continuously engage in something 
that is ultimately your responsibility unless they find some benefit in doing so…..and it is our 
responsibility to establish that”. Some participants also mentioned about collaborative groups, a 
designated team of researchers, comprising of experts from various industrial fields for advising 
academics, institutional leadership and board of directors on the future needs and demands for 
investigation into potentials for KE activities and mutual benefits. Another participant proposed,  
academia, and industry, they need to create a group of people that will be responsible for 
investigating, exploring and finding what are the problems for the next year, for the next five 
years, next 20 years and 50 years. So, then we will have an umbrella for all of us…. 
The strategic fit between HEIs and Industry is needed for establishing a conducive environment for 
academics’ participation in KE (Carayannis et al., 2000). 
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5.4.7 The Function Fit: 
“University practices lag a little bit behind industry”, a participant mentioned. Data iteratievly 
emphasizes on the difference in operational efficiency of industry and HEIs, as a limiting factor in 
enahncing KE. The particpants highligheted that in terms of getting the approvals, decision making 
processes and workflow; operational efficiency is low in HEIs; or simply put, industrial organizaions are 
faster and quicker in their approvals, decisions and execution as compare to HEIs. Participants identified 
that the different pace at which industry and HEIs function, causes ‘frustration’ and ‘stress’, P-9 
mentioned: 
the other challenge is the time lag; I find industry moves a lot quicker than academia, to get 
something approved in a company may take a week or a month. But in a university, it may take 
a year. If I say to a HR director, in a company, oh yeah, I can get this to you in three months’ 
time, then they may lose interest because in three months they've moved on to something else; 
But three months is fast for the university. Kind of like we move on very different time zones. 
The industry corporate environment is perceived to be less bureaucratic, fast and flexible in decision 
making and in trying new ideas; on the other hand, approval systems in HEIs are perceived longer, more 
risk averse and rigid that limits the pace of KE projects. The hierarchal workflow structures, slowdown 
and sometimes delay the processes of KE. The academics, while collaborating on KE activities, need to 
invest more time and energy to maximize the output, addressing the differnce of time and pace at which 
these two entites think and operate. This functional efficiency gap between industry and HEIs, in terms 
of decision making processes and workflow demotivates academics as well as industry partners. This 
function-fit, by no means is to say that the organizational procedures are a bottleneck. However, the 
amount of time, energy and emotional investment required on academics’ part, because of difference of 
work cycles and time-zones, sometimes stop academics from parpticiating in KE. The particpants believe 
that KE activities can be enhanced subjecting revamping the proocess flow of internal approval and 
managemnt systems ensuring pace with relevant companies from industry. 
5.5 Conclusion 
In order to investigate the interplay between KE and PD, and if KE can be regarded as a PD intervention; 
the chapter has presented the findings from data analysis. The chapter has presented the perspectives 
on changing role of academics, PD and KE and also how participation in KE can be enhanced. The next 
chapter will discuss the findings in the light of literature available as well as connecting them to the 
purpose of the research. Following chapter also discusses implications for policy and practice, 







Chapter 6: Discussion 
This chapter is aimed at establishing links between new knowledge and existing theories and making 
inferences to understand implications for practice and how it enhances understandings around the area 
of study. Parallel to this, it connects findings with the research goals. 
6.1 KE in relation to performing academic role and responsibilities: 
Findings indicate a realization in the changing role and job design of academics.  Academics perform a 
range of activities that are needed to fulfil changing job designs. The data illuminates the link of KE with 
enhancing students learning, research agendas and developmental responsibilities that encompasses 
the job of today’s academics. The participants, while discussing the topic of KE, iterated it being central 
to other job domains. The below Figure 9, synthesizes and represents the interconnectedness of KE with 
other job areas of today’s academic role. Another aspect to highlight is the two-way relevance of the 
domains with KE. For example, how research objectives are informed by participation in KE activities and 
how research outputs help to meet KE objectives; moreover, how KE informs designing students’ 
learning activities and how students’ involvement enriches KE processes. Similarly, academics’ learning 
and development from participation in KE and PD to prepare academics for KE.  
 












6.1.1 KE in relation to Students’ Learning Experiences  
Participation in KE activities facilitates in enhancing students’ learning experiences. It impacts learning 
activities designed for in-class and out-side the class learning. The learning experiences, inspired by KE 
provide them hooks to attach their learning to and enable them to focus, act and reflect when these 
experiences are supported by the teachers’ feedback and guidance (Joplin,1995). KE provides the 
opportunities to enrich these experiences and link the subject knowledge to the real world. It enables 
academics to shape their “pedagogy in empowering students intellectually, socially, emotionally, and 
politically by using cultural referents to impart knowledge, skills, and attitudes” (Ladson-Billings, 1995). 
By relating the concepts to various contexts, academics are able to build “academic and social resiliency 
within students” (Fránquiz & Salazar, 2004) The academics are able to motivate students to ‘reason and 
engage in the process of becoming’ (Salazar, 2013). KE enables academics to enhance students’ learning 
by taking industry-informed decisions on designing and delivering the courses and programmes. Sybille 
Reichert (2019) in her recent work on role of HEIs in sustaining innovation systems, emphasized that the 
programmes and courses  that are designed on Problem and Project based Learning are conducive to 
develop the innovation-ready human capital for the future (European University Association, 2019, p.22; 
Khalid, 2017c). 
6.1.2 KE in relation to Research 
The topic of knowledge exchange and research appeared together in the data analysis. KE directly 
relates to the discussion on research for impact and applied research (Colapinto and Porlezza, 2011),  
where the value is regarded in the research to investigate and solve recent and future problems 
identified in the field, industry and society. As indicated in the findings, encouraging applied research 
leads to greater knowledge exchange and that in turns further expands the research base. Increasing 
contract research and collaborative research increases universities’ portfolio of research and knowledge 
transfer (Sengupta and Ray, 2017, p. 894). The emerging literature on HE third mission, innovation 
ecosystem and research for impact is often underpinned on the concrete link between research and 
knowledge exchange (Zavale and Macamo, 2016, p. 252), along with many other factors. The topic of KE 
and collaboration between HEIs and businesses presented as ‘open innovation’ is based on the similar 
idea as presented in this research. With more emphasis on the role of HEIs as a key component of open 
innovation system, academics understand their research interests and objectives being influenced by KE. 
The institutional research goals are shifting away from the pure research to more value-driven, 
collaborative research with industry and therefore academics’ research function and KE is perceived as a 
two-way relation wired for the exchange of ideas, solutions, funding and learning (Striukova and Rayna, 
2015, p.472). KE and research are regarded mutually supportive functions and sharing the goal of 
creating value for stakeholders. For example, it allows academics to find authentic research 
opportunities, links between theory and practices and exercise their expertise to analyze existing and 
future issues.  
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6.1.3 KE in relation to PD 
In the changing regime of academics’ role, academics’ professional development is also directly found 
associated with the KE (Yu et al., 2018). As indicated in the findings, KE and PD demonstrate a two-way 
benefit relation i.e., PD by participating in KE activities and PD initiatives to prepare academics for KE. 
Participation in KE provides learning and competency enhancement like any other PD intervention; 
firstly, as it directly relates to the profession of being an academic in HE and secondly, it is a 
“deliberately undertaken activity to support, provoke or assist learning” (Stewart and Rigg, 2011, p. 
219).  
As indicated in the findings, academics evidenced various learnings from KE that helped them enhancing 
their professional practice. Findings evidenced that KE impacts on all three categories of academics’ 
professional development i.e., enhancing subject knowledge, conducting research, and improving 
teaching/pedagogical practices (Roscoe, 2002). Moreover, fit-for-purpose PD is also needed to prepare 
academics to engage in KE more effectively. Academics need some guidance, skills, and training to allow 
them to understand the systems and practicalities around KE and to actively engage in KE, this is further 
elaborated in the dimensions of fit.    
KE facilitates academics in understanding and learning about the field-specific changing contexts, 
problems, and areas for further research. Kolb’s theory of experiential learning (1984, 2014), [Figure 10] 
explains how adults learn by experiences and then by reflecting on those experiences. Participation in KE 
activities, provides means to learn through experiences and active engagement. By engaging with 
industry learners, the academics in this case, acquire concrete experiences as they take part in problem-
solving and get a hands-on experience of investigation and inquiry. Academics, the mature adult 
learners, reflect on those concrete experiences. These reflections are carried out in the light of known 
knowledge and theory. Such journey from known to un-known enhances abstraction and development 
of new concepts and links, that academics continue to test and apply in their teaching, research, and 
other professional activities. Such as, in developing research projects, preparing teaching content and 
mentoring academics and researchers. KE can considerably be argued a PD opportunity that enables 




Figure 11: Kolb's Cycle of Experiential Learning (Kolb, 1984) 
6.2 University Industry KE as a Professional Development activity: 
Data analysis indicated that participation in KE, facilitates academics learning and development and 
enhances their ability in performing various roles and responsibilities as an academic. The Figure 9 
indicates how KE relates to teaching and research functions and how it allows academics to develop 
their competencies to perform various academics practices. KE provides a reflective learning experience 
(Schön, 1991; Moon, 2004) that allows academics to analyze their teaching practices and content to the 
industry needs and changes in the operating environment of HEIs. KE is a social interaction that enables 
participants to learn new knowledge and soft skills as while participating in KE (Haara, 2000) participants 
learn by sharing and exchanging knowledge (Revan, 2012).  KE provides experiential learning where 
participants as adults (Malouf, 2003) get the experience of real world; where they learn, analyze and 
evaluate the link in the courses and teaching they are responsible for to the problems and potentials in 
the industry. This research argues that academics learn when they collaborate with industry for various 
projects, as they create knowledge in collaborative settings, this is in line with the Paavola and 
Hakkarainen’s (2005) idea, explained in literature review, that knowledge creation, acquisition and 
exchange are the metaphors of ‘learning’.  
The data analysis indicates that KE fits the evaluation criteria of any PD activity developed for academics. 
Guskey (2003) presented five critical levels of PD evaluation, that were all highlighted by the research 
participants, as present in the KE activities. The academics who participate in KE activities, regard it as a 
highly valuable learning activity and academics like to participate in it as it is aligned to their learning 
needs.  There are various indications in the data on how KE can help support the achievements of HEI’s 
goals and how it enables them use the new knowledge in designing research projects, students 
assignments and their teaching materials. The participants of this research indicated a direct link of the 
participation in KE and its impact on enhancing students learning experiences and achievement of their 
learning outcomes. This is in line with various recent researches on Knowledge/ innovation ecosystems 
that indicate how students learning can be enhanced by better integration of KE, research and teaching. 
While participating in KE activities, academics find themselves engaged in applying their knowledge, 
acquiring new knowledge (Lobato, 2012), solving problems (Cho and Rathbun, 2013) and demonstrating 
competencies while operating in various but relevant environments (Evans, 2014); (Botma et al., 2015).  
6.3 Supporting Academics’ Participation in KE: Dimensions of Fit 
As highlighted in the findings, above, there are several areas that needs to be addressed to establish a 
job environment that is conducive for enhancing academics’ participation in KE. There are six major 
themes emerged in the data analysis and presented in chapter 5. The model below [Figure 11], 
represents those themes as dimensions of fit, discussing the compatibility in supporting academics’ 
participation in KE.  As presented in the model below, the design-fit, development-fit and HR-fit are the 
dimensions relating to individual academics, their career, research goals and competency needs 
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whereas the other three dimensions are more of institutional level which are generic to academics’ 
participation in KE.  The dimensions are discussed as below: 
 
 
Figure 12: The Six Domains of Fit for Academics' Participation in KE 
Although the dimensions are illustrated in the findings section, here the aim is to review these findings 
in the light of relevant literatures and from the viewpoint of other researchers and finally implications 
for practice. The discussion on individual level dimensions is followed by discussion on institutional level 
dimensions. In order to make sense of how academics’ participation in KE can be encouraged, table 
below summarizes the relationship between academics and their workplace (Ungemah, 2015), later 
sections provide the details of these dimensions of fit, making inferences from the findings chapter and 
linking back to existing relevant literature.. 
Table 9: The summary of Dimensions of Fit for academics' engagement in KE 
Dimension of Fit Academics’ participation in KE can be enhanced if: 
The Design Fit KE is formally recognized as one of the core responsibility areas, along 
with teaching and research and continuous development. Academic jobs 
are designed (Garg and Rastogi, 2006) incorporating KE, explicitly 
The HR Fit HR functions for academics incorporate KE in their decision-making 
framework; HR decisions such as on workload allocation (Link et al., 2017), 
recognition, rewards, performance reviews and promotion are made 
considering participation in KE activities (Winter and Sarros, 2002). 
The Development Fit Teacher training and development unit is setup to facilitate individuals’ 
learning needs to prepare for KE role. The customized competency 
enhancement opportunities are offered reducing the fear, frustration and 
stress related to engagement with industry (RSM PACEC Ltd, 2017, p. 45). 
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The Governance Fit HEI’s governance and leadership framework is clearly KE-oriented (Donate 
and de Pablo, 2015) and academic, business and corporate sides of 
(Carnegie and Tuck, 2010) HEI’s governance is compatible to the KE role 
and clearly reflects that in decision making.   
The Strategic Fit Institutional strategic standpoint is clarified on the extent and range of 
services to the industry (Rajalo and Vadi, 2017). There are needed 
endorsements, branding and trust-building initiatives rolled out to 
encourage industry to engage in KE. Industry perceives engagement with 
HEIs, as aligned to their business and Corporate Social Responsibility 
goals. 
The Function Fit Inter-organizational functionality gaps are addressed to keep up the 
workflow efficientcy (Srinivasan et al., 2006) for KE. Inter-departmental 
coordination (Pan et al., 2015) is enhanced, cracking the silos. There are 
academics’ engagement protocols established by integrating KE 
information systems providing functional compatibility.  
 
6.3.1 The Design Fit 
The job descriptions, often identify responsibilities on teaching and research but do not always address 
KE responsibilities that according to data analysis, is central, to the academics’ roles and responsibilities. 
There is a need to present KE as an important part of academics’ job (Reichert, 2019), especially in the 
times of marketization of HE and academic entrepreneurship. Academics will take more responsibility of 
KE if they know it as a mandatory job area on their job description and the academic jobs are designed 
(Kiggundu, 1981; Garg and Rastogi, 2006) incorporating KE, explicitly. The data also indicated a 
fluctuation in the extent to which academics participate in KE and are concerned about their KE outputs, 
this is unlike research and teaching for which workloads and KPIs are more formally identified, 
measured and acknowledged (Marshall, 2019).   
The discussion on the job design fit, poses a need for in-depth analysis of existing job descriptions and 
person specifications, as well, to see the extent to which they represent the changed role of academics. 
The data analysis indicates a changing academic job design, a range of tasks and duties that are done by 
academics are initiated by themselves as they see the drive and need. However, they are not always 
indicated in the formal job description [Table 9]. The changing environment calls for revisiting job 
designs. By revisiting the job descriptions and person specifications, attentions can be brought to KE at 
the recruitment and placement stages, which will help academics to understand it as an important part 
of their job from the time of role inception. It will also facilitate access to the right talent and skill sets 
form the beginning.  
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6.3.2 The HR Fit 
The HR-Fit addresses the alignment between the institutional expectations from and acknowledgements 
for academics’ participation in KE. The HR functions that are highlighted in the data analysis include, 
workload allocation, promotion decisions, career pathways for academics’, job rotation and 
performance reviews [Table 9]. The academics are motivated towards their job, when roles are clear, 
tasks are challenging and recognition and rewards practices are well integrated (Winter and Sarros, 
2002). The academics’ participation in KE activities will increase if there are clear indications of how 
these efforts are acknowledged in the performing HR functions such as performance evaluation, 
promotion decisions and salary decision. These are the individual employee related functions done on 
frequent bases (mostly yearly) and are different for every academic. The dimension of HR-fit, resonates 
with a recent research in the field of HR; Mitsakis (2019), argues for “Environmentally Integrated HRD 
[Human Resource Development] Strategies, Plans, and Policies” that are needed to drive success and 
achievement of organizational purpose.  
The environmentally integrated strategies and plans go beyond the basic assessments on the alignment 
with institutional goals and cost-effectiveness. It argues for a more value-driven approach to HR 
decisions, including attention to factors from micro and macro environment of an organization. In case 
of HEIs, this can be explained by discussing a balanced approach in workload allocation for research, 
course development, research, KE activities, PD etc. for example, academics with more time allocation 
for grant-related research are more inclined to participate in KE activities (Link et al., 2017). 
Furthermore, a review of academics’ performance management system and promotion decisions need 
to be revisited to analyze the alignment of expectations and acknowledgment. Although claims are 
made on encouraging academics for KE, the academics believe that ‘engagement with the community 
and businesses’ has the least impact on their promotion in the career (Abreu et al., 2009, p. 38) such 
perceptions can be changed with concrete interventions. Another aspect of HR-fit is around rotational 
participation; how does institutions know if all academics are given the opportunity to participate in KE, 
if there exist a rotational plan on it, or if it is happening solely voluntarily or at random. “There were 
several mentions of the value of staff movement (e.g. between industry and academia, and between 
Universities and Catapults) and of industry supervision of students” (Re.ukri.org, 2018, p.5), however, 
institutions need to establish a more sophisticated approach to maximize academics participation and 
benefits of KE for other stakeholders (Marshall, 2019). Some recommendations have started to appear 
such as ‘revenue-sharing policies, staff prizes and the celebration of success stories’ (McMillan, 2019, 
p.16), however, a more robust approach is needed to establish HR functions that are a right fit with the 
changing role of academics, acknowledging (Jacb et al., 2019) and encouraging academics for 
participation in KE.  
6.3.4 The Development Fit 
The vitality of KE function, as part of academic role, is acknowledged by senior and younger academics 
alike. Emphasis is also equally brought on the need to align the professional development function of 
HEIs to fulfill the competency gaps in this regards and insitutions make efforts  and investment to 
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preapre academics for KE. It is indicated in the findings that a lot of times, academics want to exchange 
knowledge with industry, formally and informally, but they need guidance on various aspects. The 
participants highlighted a disconnect between the PD offerings and actual job roles of academics. There 
is a need to further integrate PD function with the skill needs for KE and provide fit-for-purpose 
professional development opportunities [Table 9]. A learning and development setup, fit for preparing 
academics for KE, can help them cope up with the fear, frustration and stress and hence increase their 
willingness and participation in KE activities. This resonates with research published on the state of KE in 
English universities (RSM PACEC Ltd, 2017, p. 45). As mentioned in the findings, the academics need to 
be prepared and oriented to the KE function encouraging their participation. Some of the areas 
identified by participants are as follows: 
6.3.4.1 Dealing with pressure: the partipants highlighted the need for support and learning on dealing 
with pressure of the chanigng work environmnet. It is higlighted that reaserch, teaching, dealing with 
diversified student groups, managing expetations of various internal and external stake holders creates 
pressure and stress. The provision of lenaring and training in this area will raise their confidence in 
enagaging and collaborating for KE.      
6.3.4.2 Socialization skills: the participants also mentioned the need for academics’ development in 
socialization skills, especially for those coming from other parts of the world. Internationalization of HE 
and HEIs, brings diversity in the workforce and in the student population. With international mobility of 
academics, academics need to be facilitated in developing their socialization skills and to operate in a 
diversified culture. Some academics were raised in one culture, they studied in the country of a very 
different culture and came to work in yet another cultural environment where norms, values and 
expectations are sometime conflicting to their own understanding of operating in a diversified culture. 
Academics’ engagement in KE is highly depend on their social capital and their ability to attract industry 
partners, develop and manage those relations (Mosey and Wright, 2007). If academics are expected to 
interact with industry and external stakeholders, participants mentioned, they need to be facilitated on 
socialization skills including the very basic cultural orientation (Bennett, 2004).  
6.3.4.3 Adaptably and flexibility: to operate in a high paced changing environment, academic managers 
highlighted personal development areas that they believe impact academics performance in KE such as 
adaptability and flexibility to operate in an environment of different pace and organizational culture. 
The participants, reflecting on their past experiences mentioned that KE, is like a learning contract that 
required more involvement among entities than, carrying out research project. Academics need to be 
prepared and guided to demonstrate adaptability and flexibility as a KE actor.  
6.3.4.4 Learning and using the business/industry language and communication style in all forms of 
correspondence as it is very different from reporting in academic world. using the ‘accessible language’. 
The communication styles and the business language of communication in academic world is very 
different than the communication style of business world. The word choices, articulation, justification, 
developing an argument is very different in the two settings of communication. The emphasis is given on 
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providing guidance to academics in transitioning from academic language to more business language 
that is access able to industry representatives. 
6.3.4.5 Entrepreneurial skill and learning by doing: Academics are responsible to prepare entrepreneurial 
21st century workforce for which they are expected to exhibit a more entrepreneurial approach in 
designing their teaching and research activities. However, they themselves are not always equipped 
with such skills and need development. A senior academic mentioned, “Academics with their years of 
experience in the profession, tend to theorize and think a lot before acting. Academics need to learn to 
take risks, act and learn from their actions”. Academics need to adapt a more activist and pragmatist 
learning style rather than solely relying on theorizing and spending time in over-thinking that sometimes 
delays KE; taking too long can cause failure in the long term.  
6.3.4.6 Training on client-engagement interface: Another area of skill development for KE was identified 
around service management/ client orientation side. The academics job design does not require that 
customer/client orientation to their dealing with stakeholders. However, with growing emphasis on KE, 
academics need guidance and training on understanding the client-engagement interface, that can 
include a range of topics from communication to technology integration.  
As the areas, identified in this research, signifies the need for competency enhancement, learning and 
training opportunities for participation in KE; Big Five personality traits have also been reported 
impacting the performance of academics in the UIKE activities (Yu et al., 2018). Francis-Smythe et al., 
(2006) also presented a set of competencies that academics need to possess to improve their 
participation and performance in the KE. The top five competencies in Francis-Smythe et al., (2006) are, 
“Presenting and Communicating Information, Relating & Networking, Delivering Results and Meeting 
Customer Expectations, Entrepreneurial & Commercial Thinking and Planning & Organizing” (p. 41). 
These results bring implications for not only the training and developemnt function but also to the 
recruitment and selection function of academics, highlighting the need to recruit academics with the 
right personality to engage, collaborate and share knowledge.    
6.3.3 The Governance Fit 
Along with other dimensions of fit for academics’ participation in KE, several factors and challenges 
highlighted in the data directed attention to institutional governance and its fitness for KE. The HEIs’ 
direction, mission, policies and procedures directly influence its departments’ planning, spending, 
improvement and other decisions. The employees need clarity on what and how the HEI is aiming to 
focus on KE.  
The HEIs need to define their goals and procedures that will position institutions in the competitive 
environment as well as provide clarity for academics for participation in KE. The academics need to be 
clearly communicated the leadership and institutional strategic standpoint on the balance between the 
consulting services to the industry and being an education provider. They are not mutually exclusive; 
however, the institutions need to position themselves clearly to enable academics participation in KE 
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activities. This may lead to establishing knowledge exchange-intensive HEIs, following the legacy of 
categorizing teaching-intensive and research intensive HEIs.  
A few governance areas include, but not limited to, attention to policy, compliance and improvement, 
balancing the scholarship and business orientation of HEIs and institutional autonomy and 
accountability. Along with establishing an integrated governance system, the implementation and 
execution of that system can also impact the governance-KE fit. Compliance with governmental and 
regulatory institutions is also a factor impacting academics’ participation in KE. The academics indicated 
a situation of stress and uncertainty caused by an environment which is sometimes regarded as ‘overly 
regulated’. The agenda of compliance with quality control and other regulatory reporting can create 
duplication and redundancy if not managed properly. The participants mentioned about the Teaching 
Excellence Framework, Research Excellence Framework and forthcoming Knowledge Exchange 
Framework, indicating a potential to emerge as an overly structured and confining context for 
academics. The integrated governance (Carnegie and Tuck, 2010, p.438) can provide a ground for a 
holistic approach to gauge KE, PD, research, teaching and learning. The study indicates a need for a 
more integrated and holistic approach to addressing compliance, scholarship and financial gains of KE. 
This will allow academics and leadership, in decision making and planning that is geared up towards a 
clear collective goal rather than isolated and department-oriented planning and decision-making which 
sometimes create confusions and conflict of interest.  
The institutions leadership need to adapt a more transformational and developmental leadership 
approach for policy implementation rather than a policing and control approach as participation in KE is 
linked to facilitating and mentoring academics in learning something that was not always present in the 
previous century.  Donate and de Pablo (2015) explain it as ‘knowledge-oriented leadership’. A fair 
balance of bottom up and top down approach was evident in the analysis around the role of leadership 
for KE.  The academic leadership need to understand the conduciveness for KE function from academics’ 
point of view and make decisions considering their needs. Moreover, the implementation/ success of KE 
function is linked to more of a top-down approach, indicating that academics will do it if they know the 
expectations and requirements to do so. Although, it is not possible to claim that a standard governance 
model can be suitable to meet the needs of various HEIs, however, a governance model translated from 
the HEI’s strategic planning would be deemed suitable to meet its stakeholders expectations (Tarkman, 
2008). With changing role of HEIs in the Knowledge Ecosystem, HEIs are required to continue to review 
and improve their institutional practices for scholarship, performance and conformance (Carnegie and 
Tuck, 2010, p. 438). 
6.3.4 The Strategic Fit 
In the time of industrial revolution 4.0 disruptive technologies and AI, industries are undergoing 
transformational changes to compete in a competitive global environment. Some industry-fields are 
more prepared and prompter for KE than others (Berbegal-Mirabent and Ribeiro-Soriano, 2015). Data 
analysis indicates that, more endorsements, branding and trust-building is needed encourage industry 
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for KE and hence increasing approachability and access for academics enhancing their participation in 
KE. 
The industry can be attracted by emphasizing on the link between KE and their corporate social 
responsibility strategy, the cost/benefit analysis of consultation and expert opinion on present and 
future problems that are provided by academics. More awareness can be generated about the benefit 
of mutual learning and provision of on-the-job learning opportunities for their employees. Carayannis, 
Alexander and Ioannidis (2000) emphasized on how KE increase organizational learning and social 
capital of companies. The industry also need to recognize, how collaboration with HEIs can help them in 
recruitment, accessing a talent pool of work-ready graduates, who are already oriented to their business 
and culture, because of working closely on industry-led projects.  
The strategic fit between HEIs and Industry is needed for establishing a conducive environment for 
academics’ participation in KE (Carayannis et al., 2000). The HEIs need to investigate various types of 
collaborators and form of collaborations (Rajalo and Vadi, 2017, p.48) that provide win-win for HEIs and 
Industry along with transferring benefits to students and society.  In mature HE systems, HEIs and 
Industry are already working closely as part of Knowledge ecosystem and/ or Innovation ecosystem; 
more efforts are required to establish a wider portfolio of industries.  
6.3.5 The Function Fit 
As illustarted in findings [5.4.7], data analysis indicates the need for the functionality fit between HEI’s 
and respecitve company’s workflows and operating cycles. For the successful completion of KE projects, 
the acdemcis transiton between company’s and HEI’s workflows which impacts their own work cycle 
[Figure-5]. The academics’ workloads are mostly developed around their contact hours with students, 
development/coordination time, reserch time etc. and are often done for a duration of a smester where 
as company’s work towrds quarterly, yearly and longer cycles. The alingment and harmonay between 
HEI’s and company’s workflows impacts the academmics’ ability to syndicate them with their own work. 
This has emerged as having a signifcant impact on academics’ participtation in KE activites (Marshall, 
2019). Addressing the cocnern, the diemnssion of function-fit illiumantes its impact on the academics’ 
abilty to achieve their own work-goals (Hobfoll, S.E. and Shirom, 2000) , remain engegaged in their work 




Figure 13: The Function Fit 
Although it is challenging to completely erradicate this inter-organizational functionality gap, steps can 
be taken to enhance the comaptability and bring coordination on a papralle scale. The workflow 
efficiency (Srinivasan, et al., 2006) can be enhanced by an integrated KE information system, to allow for 
inter-departmental and inter-organizational coordination and cracking the silos. The provision of 
academic autonomy (Reichert, 2019, p.23) to more flexibly shape the progamme, course delivery, their 
research and developmental objectives can facilaite alignment with KE goals. The institutions are mostly 
aware that KE is a win-win-win for academcis, instituions and industry, however such understandings 
are not translated in the systems, workflows and operations performed by various functional units.   
The institutions need to take the responsibility to provide a platform for academics from various 
disciplines to collaborate and learn from each other and exchange knowledge from within and outside 
the institution. The participants mentioned that often, even within the institutions, academics from 
various disciplines do not collaborate with other departments and disciplines to share trends, demands 
and research needs; where they can complement each other and help support further the research for 
impact and problem-solving for present and future needs. Although academics have identified the 
learning and support from peers, however this has been largely done reactively to the situation at hand. 
There has also been an indication of how operating units continue to work in silos,  causeing work 
repetititon, data redundancy and wasitng intellectual capaility of human capital. 
Participants have identified a need for a more planned approach to capture informal and ongoing in-
house collaborative events that are valuable for senior and younger academics, from various disciplines. 
The need for such multi-disciplinary collaboration was highlighted by quoting examples from 
engineering, IT, marketing, HR and business. Another aspect highlighted was to develop curriculum and 
multi-disciplinary research/KE projects. The use of technologies for enhancing KE (Santoro et al., 2018) 
initiatives is also one of the growing research areas in the KE where various best practices are emerging 











Provision of a well-integrated support system for multi-disciplinary academics, to collaborate and share 
their ideas for joint projects, is also resonated in the data. The establishment of an active engaging 
platform/departments to facilitate inter-departmental collaboration within and outside the institution 
identified significant for facilitating academics’ participation in KE (Pan et al., 2015). The industry does 
not know the curriculum design of programmes offered in a particular institution, for example, ICT and 
HR. They, however, see the need for ICT integrated HR systems that can be further enhanced to fulfill 
individual company needs. It is the HEI’s own responsibility to strategically align their operating units, in 
this case, faculties to capitalize on the demand and consultancy opportunities. Inter-institutional task 
force to facilitate liaison between local and international collaboration that continuously keep up 
communication with academics bridging the void between industry and HEIs and within HEIs, for 
departments to exchange and enhance knowledge.  
Table 10: Possible Instruments for optimal Fitness 
Level  Dimension of 
Fit 
Possible Instruments 
Individual Design Fit • Job analysis and Redesiging Jobs 
• Establsihing job descriptions and specifications, 
incorporating encouragment for proactive attitude, 
willingness to go beyond the walls of the univerisity 
Individual HR Fit • Job Rotation 
• Workload allocation 
• KE integrated goals and KPIs 
• Promotion and rewards decisisons for academics, 
incorporating KE 
• Establishing relevant career pathways 
Individual Development 
Fit 
Identifying and fulfilling the competency gaps, as per 
academics’ individual needs:  
• Trainings on client engagement interface; such as: 
Learning opportunites to understand relevant business 
and industry lenaguage, understnading business 
environment etc.   
• Customized development programmes on various soft 
skills such as: 
o Networking Skills 
o Problem solving  
o Socialization Skills 
o Entrepreneurial skills 
o Skills to work under pressure, 
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• Access to a range of PD approchaes, such as 
apprenticeship in the relevant industry, mentoring, 
shadowing in consultation services etc. 
Insititution Governance Fit • Leadership  
• Compliance 
• Finaincail sustainbility  
• Targetted allocation of resources 
• Attention to KE in policy making  
• Consultnacy/ Research/ Teaching/ Scholarship 
• Budget and other Resources Allocation 
Institution Strategic Fit Alignment between HEI’s KE goals and Strategic priorities of 
relevant industrial organizations, such as on: 
• Corporate Social Responsibility 
• Accessing talent pool 
• Allocating resources 
• Sharing nontangible resources: time and information 
• Reliance on intellectual insight and predicitve capacity 
of academics 
Institution  Functional Fit • Measures to reduce time lag between industry and 
univeristy adminsitrive activities 
• Procedures to establish digital solutions for knowledge 
sharing formal and informal communication between 
the parties. 
 
6.4 Conclusion-Answering the research question 
The study was initiated with the aim of understanding academics’ perspective on PD and KE, 
investigating KE as part of academic practice and evaluating the phenomenon of knowledge exchange as 
a holistically integrated, teacher-driven and strategically acknowledged PD opportunity.  The study has 
perceived KE as activities that are carried out to disseminate and discover knowledge, provide students 
and staff the opportunities to develop their skills (Benneworth, 2011; Delanty, 2002). Serving the aim, 
the study has investigated the academics’ perspective on KE and PD and their interplay for the changing 
job role of academics in the HEIs of today. The overarching research question was divided into four sub-
questions. The first sub-question (RQ1) was about inquiring the worth of PD function in current times. 
The research has found that academics attach a very high-value to an on-going and fit for purpose 
professional developemnt function, especially in these times of increasing and widening expectations 
from academics. Section 5.2 and Section 6.1 contain detailed findings in this regard. The second sub 
question (RQ2) was about the implications of academics’ participation in KE on the PD function. This 
research has found that academics perceive KE central to their changing role [Figure 9: KE in relation to 
performing academic role and responsibilities] and [ Figure 10: Knowledge Exchange and the Role of an 
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Academic]. Academics have provided various accounts of how participation in KE has offered them a 
learning and developmental opportunity and how it has helped them in enhancing their teaching and 
learning and research function. Section 6.1 KE in relation to performing academic role, provides detailed 
discussion on that. Section 6.1.3 embeds literature from learning theories to propose KE as PD 
opportunity. However, the study has also found that academics require a range of development and 
competency enhancement opportunities to more effectively engage in KE. The third sub question (RQ3) 
was about investigating if KE fulfills the criteria that is set for any PD intervention. The section 6.2 
University Industry KE as a Professional Development activity, has claimed so by evaluating KE in the 
light of five critical levels of professional development evaluation (Guskey, 2003). The fourth sub 
question (RQ4) was about how academics can be encouraged to participate in KE. This study has 
proposed a model of six dimension of academic-HEI fit [Figure 12: The Six Domains of Fit for Academics' 
Participation in KE] to encourage participation in KE. Section 6.3 Supporting Academics’ Participation in 
KE, discusses the dimensions in detail. Table 8 provides a summary for each dimension and s of Fit for 
academics' engagement in KE and Table 9 provides possible instruments for achieving the desired 
individual-environment fit to encourage academics’ participation in KE.  
The research question is answered firstly by analyzing the data to conclude findings and then evaluating 
these findings in the light of literature. Although the participants of the research represent fifteen 
different subject fields and ten different nationalities, this research has tried to capture academics’ 
perspective on KE and PD, irrespective of their discipline and nationality. Further application and 





Chapter 7: Conclusion 
The chapter previews this research as part of a bigger picture and where it is placed. Later sections on 
contribution to knowledge, practice and strategy summarize recommendations that are discussed in the 
previous chapter. Lastly it acknowledges limitations for this study and offers opportunities for further 
research.  
7.1 The Wider Perspective 
Under the emerging regime of knowledge-based ecosystems, expectations from HE are evolving and 
HEIs are learning to adapt to the dynamic setup of expectations and interdependence (Ulrichsen, 2018). 
HEIs of today are more engaged with society and are expected to play a more robust role in the 
knowledge-based, innovation driven economy. The HEIs are realizing their strategic role in establishing 
entrepreneurial, sustainable, and self-sufficient higher education systems. Their strategic orientation is 
represented with excellence in research, teaching and knowledge exchange, on local and international 
canvas of HE. Preparing HEIs for their changing role implies preparing academics for the changing roles, 
as HEIs largely rely on academics for their core functions of teaching, research and community 
engagement. HEIs, therefore, need to make conscious efforts to develop their academic workforce, 
equip them with the competencies that are in line with their institutional goals such as for 
employability, sustainability, and innovation. The topic of professional development for academics and 
need for diversifying it, remain relevant (De Rijdt et al., 2016; Tyagi et al., 2017; Sutherland, 2018; 
Sutherland and Hall, 2018) and emphasized in this study.  
With regards to higher education in UK, university-industry knowledge exchange (KE) is one of such 
drivers representing governmental, industrial and societal expectations from HEIs (Cowan, 2019).   The 
proposed indicators of KE such as “contract research income with businesses per academic, Consultancy 
income with the public and third sector per academic, Regeneration and development income from all 
sources per academic” (Research England, 2019, p.18) calls for a more conscious approach to 
understanding academics’ perspective on knowledge exchange and preparing and encouraging 
academics for their role in knowledge exchange which is demonstrated through this research. This study 
has tried to investigate how academics can be encouraged and prepared for their increasing strategic 
role in meeting their institutional goals around knowledge exchange; working in collaboration with 
industries, businesses, and other stakeholders. To do so, the study evaluates the two-way link between 
KE and professional development and proposes the dimensions of person-environment fit for 
academics’ participation in KE.      
7.2 Contribution to Literature 
The topic of PD for academics in HE, has been discussed extensively over the past century, however the 
research had largely been informed by the principals of teacher education, such as including, theories of 
teaching and learning, pedagogy and andragogy, use of technology in enhancing teaching and learning 
practices etc. It is very recently that PD for academics has started to be analyzed in a more human 
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resource management and development perspective, such as by incorporating talent and human capital 
development concepts in investigating development of academics. It has been often advocated that 
there is a need to reform and revamp the design and delivery of PD for academics by HEIs (Scribner, 
1999; Jacob et al., 2019). This study has attempted to present KE as a professional development activity. 
It does so by establishing links in the literature based on theories of learning, knowledge exchange and 
development and professional development such as (Knowles et al., 1998 ; Guskey, 2003 ; Paavola and 
Hakkarainen, 2005; Stewart and Riggs, 2011; Revan, 2012) and (Kolb, 2014). This study has approached 
KE as PD that resonates with the recent studies on PD in the field such as by Cho and Rathbun (2013), 
Evans (2014) and Botma et al. (2015). This study evaluates KE on the characteristics of professional 
development presented in the literature and identified in the data analysis. 
The research on the topic of university industry knowledge exchange is relatively a modern 
phenomenon. Although there is a mature understanding on the multihued benefits of KE for HEIs and 
other stakeholders, the HEIs are still learning about the possible ways to maximize participation and 
acknowledgment of existing efforts. The complexity and challenges around academics’ participation in 
KE is often highlighted in the recent literature such as by Ferguson (2013), D’Este and Perkmann (2011) 
and Perkmann et al. (2013). This research has tried to contribute to the existing efforts by establishing 
six ‘dimensions of fit’, synthesizing academics’ perspective on enhancing voluntary participation in KE 
activities. Although, the model [Figure: 12] is an outcome of data analysis carried out for this research, 
the ideas resonate with various developments in the recent times such as (Link et al., 2017), (Mistakis, 
2019), (Re.ukri.org, 2018) and (Marshall, 2019).  
This study attempts to marry the two fields of management and education, by incorporating theoretical 
perspectives from people development (HR Management) and teacher training and development 
(Teacher Education) to establish a theoretical framework for understanding academics’ professional 
development in HE. This is inspired by the very need for preparing academics for their multi-facet role in 
the changed HE landscape that has evolved under the umbrella of marketization, managerialism, 
internationalization and financial sustainability agendas in HE.  
This research project has tried to bring talent development and management to the field of staff 
management function in HE. It has tried to represent academics as the talent of an HEI and PD as a 
holistic talent development function, interwoven in the job role rather than distinctively looking at 
formal and informal PD activities. The study also recommends looking out for effective outcome driven, 
academic-led PD initiatives that are established to value academics participation in KE activities as a 
deliberate attempt to learn and enhance teaching and research practices. The study also thrives to 
extend the existing body of knowledge on academics’ professional development (PD) in higher 
education. Although, over the past decade, several research outputs are seen covering topics such as 
strategic HRM, talent development and human capital development in the settings of HE; however, they 
mostly analyze the ‘formal’ professional development initiatives (Jacob et al., 2019). Such PD initiatives 
are often top-down (De Rijdt et al., 2016; Tyagi et al., 2017; Sutherland and Hall, 2018) and research 
work on these initiatives does not necessarily capture academics’ perspective on PD and KE. Various 
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studies, that incorporate academics’ perspective are often aimed at testing an existing theory such as 
from human Resource Management, talent management and development, in HEIs. This study has tried 
to establish a framework to cater to the needs of academics and HEIs. 
7.3 Contribution to Practice 
In line with British Fit for the Future strategy and UKRI’s focus on university-industry KE, this study 
contributes to the HEI’s practices by emphasizing on a bottom-up, proactive and customized approach 
to academics’ PD function (Khalid, 2019). The study provides a framework [Figure 10] for re-analyzing 
academics’ job design and intern redeveloping job descriptions and person specifications that would 
facilitate future talent acquisition and recruitment efforts (Stewart and Riggs, 2011; Ungemah, 2015).  
Another contribution to practice is by proposing six dimensions of academic-environment fit [Figure 12] 
that institutions can adapt to enhance academics’ participation in KE. The third contribution of this study 
is strategically aligning KE and PD agendas and accruing KE as a PD initiative where it is proposed that 
academics time for KE is also acknowledged as time for learning and development. Not only it provides 
better resource management but also soften the viewpoint on KE from an evaluative function to a 
learning and development function and hence allows for trying new ideas and initiatives.  
This research indicates that academics attach a very high importance to PD and to the fact that it needs 
considerable attention by aligning it to what academics are expected to do and how their jobs are 
changing. The study advocates academics’ voice on delivering a versatile, customizable and fit for 
purpose PD function which is also acknowledged in the institutional talent management, promotion and 
compensation systems. This research reinforces the need for academics’ involvement in designing PD 
functions in a more robust manner. The study has found that there is a need to strategically align the 
institutional PD functions with changing roles and responsibilities of academics by giving them the 
charge of their own development and learning, as ultimately it is meant to facilitate academics. Perhaps, 
there is a need to revisit how HEIs are performing their PD and other HR functions for academics, 
investigating their relevance and fitness for HEIs’ strategic goals.  
Following the need for alignment and fitness, the study concludes on formally realizing the academics’ 
changing job; which would require a thorough academics’ job analysis resulting in developing job 
descriptions and job specifications that represents their current roles. This would facilitate hiring talent 
for the future needs. Although, many institutions have started to introduce different sets of 
specifications, representing their focus on teaching/ research and industry engagement; further 
research can be done to evaluate those interventions and hence guiding other HEIs and sharing best 
practices.     
This study has found that academics perceive knowledge exchange as central to their job roles 
irrespective of their leadership role. The academics on undergraduate and post graduate programmes, 
irrespective to the subject field, value KE as a two-way benefit and learning process between industry 
and an HEI. KE demonstrate the characteristics of a successful professional development intervention 
where academics can develop by learning on-the-job and through-the-job development interventions. 
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KE as a PD intervention is more valuable and relevant PD activity as compared to traditional generic 
information transfer style, nevertheless training on basic job role such as pedagogy, technology, 
educational principles remain relevant for early phases of teaching career. KE provides opportunities for 
enhancing contextual knowledge, subject knowledge and entrepreneurial competencies. Nevertheless, 
proper preparation is needed for participation in KE, like any other relatively newer job area.  
This study outlines six dimensions of fit between academics and their job environment that are needed 
for the successful and long-term participation in KE. There are three dimensions of fit that relate to 
institutional level interventions, impacting procedures for KE including Governance, strategic and 
function fit; whereas the other three dimensions represents interventions that impact academics 
participation at individual level including design, HR and development fit. It advocates that academics 
would be interested in more voluntary participation in KE activities provided, institutions have systems 
and procedures in place to equip them, facilitate them and acknowledge them for their contribution. 
Firstly, these dimensions are deduced on the bases of data analysis and then explained in relevance to 
the research done on the similar topics. However, this study brings a holistic perspective on academics’ 
job design and their participation in KE activities, which can be argued as a contribution to the field of 
HE management and HR practices in HEIs.  
On the wider perspective, the study has tried to further the research on enhancing HEIs involvement 
and active participation in sustaining innovation ecosystem. It can offer application in the field of study 
particularly for UK-HE and other HE systems that work in alliance with UK such as in Asia and Middle 
Eastern countries, where satellite campuses are operating and split programmes or internationally 
accredited programmes are delivered. In-line with recent development in the UK higher education, 
especially around establishing and implementing knowledge-exchange excellence framework, attentions 
are given on the need to establishing an environment for academics that is conducive for participation in 
KE initiatives (Universities UK, 2019), (Cowan, 2019) and (Research England, 2019). The study validates 
that although academics regard knowledge exchange as a highly important function, it needs better 
governance. It is fair to say that often it is left to academics to find time to communicate, organize and 
liaise with people inside and outside the HEIs for KE. This study has tried to comprehensively captures 
those issues to streamline the procedures that are often fragmented and unclear. 
This study attempts to illuminate the significance of informal and ongoing PD practices from academics’ 
point of view and proposes a more situative approach to PD (Putnam and Borko, 2000) incorporating a 
systemic view of PD (Broko, 2008)as part of working routine. Such perspective can provide a bottom up 
approach to designing PD activities as per academics’ individual learning needs and also in establishing 
an environment conducive for an ongoing PD and KE activity. Often, teacher development is done in the 
form of formal courses, events and programmes that are developed in response to evaluations of prior 
events and short-term demands such as based on training needs analysis, HEI’s internal strategic 
agendas or a policy requirement. These more than often follow a ‘reactive’ approach to a PD activity or 
a programme. This research has tried to offer a rather ‘proactive’ approach by highlighting the need, 
dimensions and expectations, in the changing context; that can be aligned to the professional 
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development function in HE. Although, this research does not claim offering an ultimate solution for the 
emerging needs but opens door for further investigation and looking beyond the walls of HEIs. The 
research has tried to collate intellect from academics and share it with the academic community 
(Guskey, 2003). 
7.4 Contribution to Strategy 
The study claims that professional development, knowledge exchange and learning are linked and 
supplementary to each other and recommends HEIs to integrate resources for a more effective and 
efficient utilization of staff development time as KE time and vice versa.    
Another contribution to institutional strategy is the proposal of establishing academic-HEI fit to better 
utilize talent enhancing institutional competitiveness to tap into the KE opportunities offered by various 
agencies external to an HEI. An implied contribution is towards graduates branding and employment.    
The UIKE is an interaction of mutual benefit. Where universities and industries gain knowledge, money 
and consultancy and product and process innovation (Universities, Business and Knowledge Exchange 
UK, 2008). The academics in that exchange, look for “gaining insight into their own research, test the 
practical application of their research”. that are largely considered the developmental activities 
enhancing academics’ professional practice (p. 35). KE, informs both research practices and teaching 
practices (p. 37) where academics evidenced a considerable change in their academic practices such as 
course, programme, and teaching content development. KE when looked from the academics’ 
perspective is linked to academic entrepreneurship (Abreu and Greenwich, 2013). KE brings 
competitiveness for HEIs; it provides developmental, financial and reputational benefits for HEIs. 
However, it requires thorough internalization by HEIs to get the best of experiences for themselves as 
well as their respective industries.  
7.5 Limitations of the Study and Avenues for Further Research 
Although this study has fulfilled all the promises it made regarding achieving the study objectives, there 
had been a few limiting factors that are explained here. The study has tapped into the opportunity of 
investigating KE as a PD activity, such innovative approach has brought the limitation of lack of previous 
studies (Ankrah and Al-Tabbaa, 2015) looking at these two areas together. To minimize the impact of 
the limitation, efforts were made by making inferences from the literature on knowledge ecosystem, 
role of entrepreneurial universities and professional development from management studies. It is 
expected that future studies will benefit from this research and further the topic field.  
The other limitation and an opportunity of further research is around investigating various forms of KE 
separately. As the topic of KE is relatively recent access to a robust data on academics/participants’ 
reflective experiences, segregated into each of the KE activity type would’ve been difficult to acquire 
especially within these two geographical locations, where KE is still very new. Considering the 
complexity around PD and KE, following research question, the study has accounted for various forms of 
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KE activities under one umbrella. In future, further research can be carried out to investigate the value 
of each form of KE activity and relevant PD initiatives to prepare academics for respective KE activities. 
The study has presented the HE side of KE, which is one of the stakeholders of knowledge ecosystem, 
further studies can be carried out incorporating the industry side of KE and its impact on their 
employees’ professional development function, respectively.  
The dimensions of fit, presented in the study, are based on the qualitative research design; these can be 
further tested quantitatively such as with factor analysis to extend the research on these dimensions of 
fit. Other studies can be done to investigate dimension of fit for other KE stakeholders, such as industry 
and government representatives and if these findings can be generalized to their context as well. 
Further ethnographic studies can be done for various groups of KE participants such as managers, post 
graduate students, researchers, and representatives from industry.  
Another possible venue for further research can be regarding preferred KE approaches for academics 
from various disciplines and the impact of discipline-specific cultures on participation in KE. Since the 
goals of this study was to investigate areas for improvement in current professional development 
practices, KE as a professional development opportunity and how to enhance participation in KE 
function, further research can be done about specific KE categories and forms preferred by academics 
from various disciplines, and a set of competencies can me identified for each of those KE activities, for 
which this research provides a concrete ground to build further.  
The participants of the study are from nine different countries of origin, that has provided richness and 
diversity of perspectives however, it has offered a limitation as well, that for many of the participants, 
English is their second language. Although English is the only medium in which all of them teach and 
carry out formal business communication. In future, a comparative study can be conducted for places 
where more than one languages are used for formal and informal communication with industry and 
places where only English is used, which was beyond the research question for this study.  
Further research can also be done on the criteria used in academics’ performance management, 
progression, and rewards management systems. The study advocates for more collaboration and 
coordination between HR departments and faculties to establish systems that translate HEIs’ mission 
and values into their HR functions and academics’ job design.  Although, this research is scoped to HEIs 
and academics, similar studies can be done to understand development, learning and engagement 
needs of other actors of knowledge ecosystem. Same design of study can be followed to further 
understand KE from the perspective of other KE actors such as industry and government 




7.6 Summing up: Originality and Contribution of the thesis: 
In the regime of knowledge-driven economies, the societies, industries and HEIs are learning to adapt to 
the dynamic setup of expectations and interdependence. Over the last few decades, researchers have 
emphasized on finding ways to facilitate learning for various stakeholders such as enabling their 
participation in knowledge driven economies. This study has tried to bring attention to developing and 
preparing people for their effective and efficient participation in the high paced environment.  
This research takes a more of a ‘progressive’ and ‘developmental’ approach to the changing role of 
academics and investigates learning and developmental opportunities in those job roles; it investigates 
the significance of KE in an academic’s role and how academics can be encouraged to participate in 
those KE activities. The research-based teaching (Turner et al., 2008) and knowledge-exchange for 
impact (Lightowler and Knight, 2013) are pillared on the idea of enquiry-led co-construction of 
knowledge, experiential learning, and value for everyone. This research has tried to provide a tangible 
and practical way of integrating these inspirations in academics’ role. As explained in section 7.2, 7.3 and 
7.4, this research offers advancement in understanding, implementing and strategizing Academics’ 
professional development and University-Industry knowledge exchange functions. 
This research has tried to capture the two main entities of the knowledge ecosystem, the HEIs and their 
academics. The study is sustained on the idea that preparing academics is a pre-requisite to preparing 
industry-ready graduates. The study has propagated the agenda of reinventing academics’ development 
function to continue to progress in the changing HE systems. The study has tried to bring a holistic 
perspective to research, development, teaching and KE that can facilitate academics in maximizing value 
for themselves and their institution. The study has provided an innovative model of academics’ 
participation in knowledge exchange, which is a contribution to the existing body of knowledge on 
Professional Development and Knowledge Exchange in HE. Such integrative view is unique to this study. 
The study has advocated for combining research, teaching and KE, and establishing a developmental job 
design to represent academics’ job.  
By answering the research question, “How does university industry knowledge exchange 
attract/encourage greater participation among academics and facilitate their professional 
development?”, the study has tried to advocate for a more futuristic, long term and collaborative 
relationship within and outside the HEIs. With the emphasis on capitalizing existing talent to develop 
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I. Personal reflections/my journey:  
I was excited and anxious about my thesis from the very beginning of the DBA programme. Every time I 
visited University of Bath, I would visualize myself saying the final goodbye with a big smile of 
contentment and achievement. This excitement and drive for completing the study was also 
accompanied with anxiousness because of my personal and professional constraints that I imagined 
would inhibit me in completing the study within four years’ time, a timeframe I gave to myself. 
However, as the time progressed, I started to enjoy my learning on the programme and by the time, I 
have reached this stage, I feel achieving a lot more than the qualification.  
The most memorable and enriched phase of my study was the data collection as it allowed me to learn 
and develop my interviewing skills, as well as getting to know experts in the field. I had to interview 
participants from Bahrain and UK, most of them I had never known before. Although I prepared a 
standard interview guide and a basic interviewing structure, I did not want to sound like a robot, 
programmed to utter a few questions and record responses. I wanted the interviews to be an engaging 
interaction where participants also leave with a joyful reflective experience. After every interview, I 
would reflect and analyze my interviewing and would incorporate new learning into the practice. I 
learned to be an empathetic listener, I learned how adapting interviewing style to participants’ 
personality can help us get the best out of the interview experience. Although, I was conscious on 
avoiding interruption and argument, keeping the conversation interactive, lively and paced, helped 
participants to reflect and engage with their deep memories and share their reflective practices. One of 
the participants said, “You took me fifteen years back, Fahdia”. The participants, often mentioned 
developments over the past years, shared how things have changed and other responses that were 
aligned to my interviewing aims. Such answers enlightened my discovery and guided my journey from 
data to theory. 
My study also gave me the opportunity to meet and learn from people who I would have never met 
otherwise. Although my study relates to HE of UK and Bahrain, I contacted experts from Asia and 
Europe, that helped me develop flexibility and versatility in my inquiry on the topic. For such 
interactions I used LinkedIn and Skype; following different time zones, I learned that interacting with 
people on social media, is a delicate blend of formal and informal communication that must be dealt 
carefully to achieve your learning goals. I learned and applied cross-culture communication antiquates   
which was a learning experience on its own. 
Along with the opportunity to enhance my competencies as a researcher, my journey has developed my 
interest in various areas of Higher Education Management, that I would be interested to investigate in 
future. One such area is, sustainability and sustainable development that is a relatively newer concept in 
Bahrain. I was amazed by eco-friendly interventions introduced in University of Bath, around the 
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campus, that can be introduced to other institutions, around the world, sharing knowledge and best 
practices. 
II. Interview Guide: 
 
Interview Guide- University Industry Knowledge Exchange and Academics’ Professional Development. 
Fahdia Khalid-Doctorate of Business Administration (Higher Education Management), University of Bath, 
Bath,UK. 
Opening the interview/ consent: 
Thank you for accepting my request to interview you. The aim of my research is to learn about the 
university-industry knowledge exchange (KE) as a professional development (PD) opportunity. The 
questions are designed on HEA-fellowship framework for teaching and supporting learning in higher 
education; i.e., core knowledge, areas of activity and professional values. 
The interview will be divided in three parts, in first part I would like to learn about your perspective on 
professional development for academics in higher education. In the second part, I would like to 
understand the university industry knowledge exchange activities, that you have been a part of and 
finally, I would like to learn your opinion on KE as a means of PD. 
[the institutional and personal identities will be kept anonymous] 
The interview questions are designed to evaluate the impact of university-industry collaboration 
activities on the professional practice of academics. The underpinning frame work to design the 
questions is inspired by HEA Professional Standards Framework, 2011.  




HEA-framework for teaching and supporting learning in higher education 
<Page break> 
Starts Here: 
In my research, I need to write a profile/description of participants, for which I will appreciate if you 
could introduce yourself and talk about your career, so far.   
<…no of years, interaction with industry, subject field, current job responsibilities etc...> 
Thank you so much, let’s begin with first part of the interview, which is about professional development 
for academics.  
1. If you could first share your perspective on professional development for academics? 
2. What kinds of professional development activities you have got and how?  
3. What kind of professional development activities you would like to have? 
4. Based on your experience, what PD activities you don’t consider valuable?  
Now I would like to inquire about your interaction with industry and its impact on your academic 
practices. 
1. so, what in your opinion, university-industry knowledge exchange is about? 
2. Why in your opinion, interaction with industry is important for academics, if so?  
3. If you could elaborate on industry collaboration, you have been involved in? 
4. Can you share the details, of the project that you personally feel most attached to/ often recall; 
why so?  
5. Reflecting on your participation in such activities, what do you think you learned? 
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6. How, in your opinion, it has informed your academic practices, and how?  
[course development/design, assessment design, in-class teaching, insight into the subject, 
professional values] 
Third part: 
1. What are the challenges, from academic management point of you, in enhancing academics’ 
interaction with industry? 
2. Do you have any suggestions on how provision of professional development can benefit 
from using University Industry -Knowledge exchange? 
 
 
